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GLOSSARY 
 
Baby boomers are defined in Robbins and Judge (2007) as individuals born after World War II and 
entered the workforce from the mid-1960s through the mid-1980s.  Their current approximate age 
can be between 40 and 65. 
 
Employee engagement is the organisation‟s ability to interact with their employees to the extent 
that they know what their organisations do, can articulate their competitive advantage accurately and 
passionately, care about their customers and communicate with colleagues even in informal settings 
(Masibigiri & Nienaber, 2011).   
 
Employee retention is described in Van Rooyen, Du Toit, Botha, and Rothmann (2010) as an 
organisation‟s efforts to keep in employment those employees of whom the organisation has a 
positive evaluation and who would normally only leave the organisation through voluntary resignation.   
 
Employee satisfaction is the correspondence of the individual‟s needs and the ability of the job 
environment to meet those needs (Lord & Farrington, 2006). 
 
Employee turnover can be described as the movement of employees out of the organisation, this 
can be voluntary or involuntary.  Voluntarily refers to the employees choice to leave the organisation 
(such as resignation) and involuntary refers to instances out of the employees hands (such as 
retrenchments or dismissals) (Van Rooyen et al., 2010).  
 
Employee Value Proposition (EVP) is described in Munsamy and Venter (2009) as the value or 
benefit an employee perceives to gain or experience by serving as a member of the organisation of 
from their employer.  It is also referred to as the measurement of the balance between an employee‟s 
performance and what he or she receives from the employer in return.   
 
Generation X employees are those employees born between 1961 and 1981 (Kotze & Roodt, 2005, 
p.48). 
 
Intention to leave refers to the final cognitive stage in the decision-making process of an employee, 
where quitting and searching for alternative employment occurs actively (Mendes & Stander, 2011).   
 
Job satisfaction. Mammen (2006, p.467) states that “job satisfaction in general suggests that 
people develop attitudes about five dimensions of a job:  pay; opportunities for promotion; the nature 
of work itself; policies and procedures of the organisation; and working conditions”.  It is therefore a 
multi-dimensional concept that includes a set of favourable or unfavourable feelings in terms of which 
employees perceive their jobs (Bowen, Cattell, & Michell, 2008).   
 vi 
 
Knowledge is referred to as the actual asset to the organisation that is required in order to perform 
a specific function, it can be captured and retained, as well as modified (Van Rooyen et al., 2010). It 
is further explained in Nelson and McCann (2010) in that knowledge is carried, created, augmented,  
improved, applied, taught, or passed on usually from one individual to another.   
 
Knowledge workers are defined in Sutherland and Jordaan (2004) as people who advance their 
careers through external study instead of internal training and development programmes.  This is 
expanded in Kinear and Sutherland (2000, p.106) as “employees who have specialist knowledge and 
are involved in the activities of research, applied research, development work leading to new products 
or processes and consulting based on specialist knowledge”. 
 
Organisational Commitment is the psychological link between the employee and the organisation 
that makes it less likely for an employee to want to leave voluntarily.  Committed employees generally 
identify with the organisation, makes personal sacrifices, performs beyond normal expectations, works 
selflessly and contributes to the organisation‟s overall effectiveness (Stander & Rothmann, 2009).   
 
Social support is defined as “perceived or actual resources available to one individual from another, 
which assist the first individual in dealing with stress or enhancing their wellbeing.  These resources 
may take the form of emotional support, practical assistance, or support of a material nature” 
(Pienaar, Sieberhagen, & Mostert, 2007, p.62).   
 vii 
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ANCOVA  Univariate Analysis of Co-Variance 
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1.1.  INTRODUCTION 
The twenty first century has identified knowledge, as opposed to labour, raw materials or capital, as the key 
resource required by firms.  This has created a shift of ownership in relationships between employees and 
employers since employees own the tools of production through the knowledge they hold (Kinnear & 
Sutherland, 2000).  The employment relationship is undergoing fundamental changes due to international 
competition, de-regularisation and globalisation which have major implications for attraction, motivation and 
retention of talented employees (De Vos & Meganck, 2009).   
 
Organisations face great challenges and intense competition with almost all strategies being easily replicable 
by competitors.  This has led organisations to begin realising that people are in fact the only real 
differentiator that can gain the organisation competitive advantage (Munsamy & Bosch Venter, 2009).   
 
Turnover of employees costs South Africa millions of rands per annum through decreased productivity, 
increased accidents and quality problems.  Specifically, loss of knowledge workers are identified through 
costs of hiring and training new employees, loss of institutional knowledge, lower office morale, loss of talent 
and customer dissatisfaction.  It is therefore essential to understand the reasons why employees leave 
organisations in order to discover how to retain them (Mendes & Stander, 2011; Gaylard, Sutherland & 
Viedge, 2005).     
 
Employee turnover can have several negative consequences.  It can be difficult to replace the departed 
employees and the cost of replacing employees can be exhaustive.  Remaining employees can be left feeling 
demoralised from the loss of valued co-workers and work patterns can be disrupted until replacements are 
found (Newstrom and Davis, 1997).  Bilal, Zia-ur-Rehman, and Raza, (2010) add to this list of negative 
consequences of turnover as turnover can increase recruitment and training costs, loss of productivity as 
projects lose continuity, interruption of key activities, increase in mistakes made, or even hiring the wrong 
person for the position. 
 
Waller (1985) highlights two types of turnover, controlled and non-controlled.  Controlled turnover is 
initiated by the firm as a termination or placement by the firm, while non-controlled turnover consists of 
resignations that are voluntarily made by employees.  This is echoed by Hong and Chao (2007, p.216) but 
referred to as involuntary and voluntary turnover.  Involuntary turnover refers to “movements across 
organisational boundaries, over which the employee is only slightly affected” and are represented through 
strategy (downsizing), dismissal, or policy (compulsory retirement).  Voluntary turnover refers to 
“movements across organisational boundaries over which the employee is heavily affected” such as 
absenteeism and lateness.   
 
By identifying factors that may be related to turnover intentions, managers can be proactive in retaining 
their talented employees.  Satisfied employees tend to stay in their jobs longer, while unsatisfied employees 
tend to consider other alternatives that may be perceived as better options (Pienaar, Sieberhagen, & 
Mostert, 2007). 
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Traditional retention methods from employers are reactive in nature.  Employers attempt to decrease desire 
of staff to leave on resignation through counter offers and various methods that are short term, if they work 
at all.  More often than not, if employees have decided to leave, efforts to retain them may already be too 
late (Masibigiri & Nienaber, 2011).  
 
The focus of this study is on Knowledge workers.  Knowledge workers are defined by Lord (2006, p.20) as 
“accountants, engineers, social workers, nurses, computer experts of all kinds, teachers and researchers.  
They are the people who add to a company‟s products and services by applying their knowledge”.  This 
definition is expanded by Drucker (1999) in Giuaque, Resenterra and Siggen (2010, p.186) who states that 
“knowledge workers are employees who are applying new knowledge every day, when they are not creating 
it, and who are involved in or define strategic areas, translating them into plans for practical action”.  
Organisations are constantly seeking them in order to rely on their services.   
 
Knowledge workers require a climate that is conducive to fulfilling employee‟s expectations including 
personal growth, autonomy and accomplishment, intellectually challenging work and rewards based on 
contribution.  These employees want to see a return on their investment in skills and knowledge (Horwitz & 
Pundit, 2008).   
 
Another focus in this study is on job satisfaction, organisational commitment and retention of these 
knowledge workers.  Job satisfaction can be defined as a result of an individual‟s perception and evaluation 
of their job influenced by their own unique needs, values and expectations, which they regard as being 
important to them (Lumley, Coetzee, Tladinyane & Ferreira, 2011).   
 
It is important to determine job satisfaction and organisational commitment as according to Malik, Ahmad, 
Saif, and Safwan (2010, p.202) organisational commitment and job satisfaction of employees are the two 
main factors that affect employee productivity in organisations.  To quote, “satisfied employees tend to be 
more productive, creative, and committed to their employers”. 
 
Newstrom and Davis (1997, p.256) define job satisfaction as “a set of favourable or unfavourable feelings 
and emotions with which employees view their work”.   It is further defined in Malik et al., (2010, p.202) as 
“feelings and attitudes one has about one‟s job including all aspects of a particular job, good and bad, 
positive and negative, which are likely to contribute to the development of feelings of satisfaction or 
dissatisfaction”.  In other words, employee satisfaction refers to the degree to which the working 
environment meets the wishes and the needs of employees.  This can relate to the work itself (complexity, 
content, required knowledge and skills), the social working environment (colleagues, management style, 
conditions of employment such as salary/leave), the physical working environment (workplace, lighting, 
view) and interactions between these aspects.  
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Mammen (2006) states that job satisfaction in general suggest that people develop attitudes about five 
dimensions of a job.  These are pay, opportunities for promotion, the nature of work itself, policies and 
procedures of the organisation and working conditions.  Employees may achieve different levels of 
satisfaction toward each factor.   
 
Lumley et al., (2011) conclude that satisfied employees tend to be committed to an organisation, and 
employees who are satisfied and committed are more likely to attend work, stay with an organisation, arrive 
at work on time, perform well and engage in behaviour helpful to the organisation. Elements that make 
employees satisfied, as argued by Lumley et al., (2011) are psychological contracts, retention efforts and 
work-life balance. 
 
A psychological contract is formed between the employee and the employer when individuals believe that 
their organisation has promised them certain inducements in return for their contributions.  Employees who 
believe that their psychological contract is breached, reciprocate with reduced levels of commitment or 
intentions to leave (De Vos & Meganck, 2009).   
 
Recruitment efforts are often designed for the specific and sole purpose of attracting new employees, 
whereas retention efforts are directed towards a variety of intertwined factors with many desirable end goals 
(Strothmann & Ohler, 2010).   
 
Work-life balance has become an important part of corporate social responsibility.  “Good employers need to 
recognise their obligations so that they can ensure employees are not working so hard as to damage their 
lives outside of work or lead to health problems with increasing levels of stress that can rapidly lead to low 
employee morale, poor productivity and decreasing job satisfaction” (Bilal, Zia-ur-Rehman, & Raza, 2010, 
p.378).  Family friendly policies can be defined as benefits and working conditions that an organisation has 
in place to assist an employee balance their work and life.  These policies promote job satisfaction, 
productivity, company loyalty, continued support in the business community and enhanced corporate image 
to prospective employees. 
 
1.2  AUDITING PROFESSION 
The two firms who participated in the study are medium-sized Auditing firms in Port Elizabeth which is 
situated in the Nelson Mandela Metropolitan Municipal area of the Eastern Cape Province.  As mentioned by 
Giuaque et al., (2010, p.185), “small-to-medium enterprises (SMEs) find themselves obliged to put forward 
benefits that will attract qualified employees, inducing them to take an interest in the company, agree to 
work there and, even more importantly, pursue a career there”.  This creates a challenge for retention as 
SMEs are in direct competition with large organisations offering the same service and having a more 
attractive and popular name for which to work for.   
 
The two firms are in direct competition for the auditing talent and skills that are scarce in South Africa 
(chartered accountants and graduate trainee accountants).  This creates a war for talent for the firms with 
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minimal numbers of graduates coming through the universities.  Of the approximate one hundred and 
twenty possible graduates writing the final exams at the local university (Nelson Mandela Metropolitan 
University) each year to gain entry into articles (major requirement for all prospective chartered 
accountants), only forty are successful.  Within South Africa, on average only forty two percent of students 
registered for the final year of studies are successful.  This leaves the approximately ten specialised auditing 
firms in Port Elizabeth, all offering the same service, with a small pool of talent from which to attract 
employees each year.  This challenge is intensified as many firms require qualified chartered accountants in 
various departments within the organisations.  This is a similar challenge for other departments within the 
firms such as tax consultants, bookkeepers and qualified chartered accountants.  Therefore firms are often 
faced with high staff mobility as accounting-qualified employees realise their scarce skill has a premium price 
tag.   
 
Yamamura and Stedham (2009, p.3) state that “in today‟s knowledge economy, accountants serve on the 
front line of the rapidly growing knowledge industries involved in managing, processing and distributing 
information”.  Their value is directly correlated to their level of knowledge and their ability to facilitate 
knowledge creation and transfer.   
 
With increases in complexity of accounting and reporting rules as well as the demands of corporate 
governance accounting firms and their clients have been forced to seek additional staff to ensure all 
requirements are met.  This in a market that is characterised by severe skills shortages.  This continued 
demand, as stated by Yamamura and Stedham (2009), intensifies „poaching‟ among firms as well as 
escalating salaries and benefits.  The current recession and economic crisis has slowed the job market down 
in general, however this is not the case for accountants.  The on-going talent shortage and costs involved in 
replacing staff have made it essential for accounting firms to satisfy and retain their professional staff.   
 
The knowledge that accountants have is gained through experience while working over a period of time.  
This knowledge is then shared with trainee accountants and junior staff on a day-to-day basis.  With the 
knowledge and experience these junior staff members gain, they become more efficient which enables them 
to find better solutions to accounting problems.  This knowledge could therefore be referred to as the 
organisation‟s intellectual capital.  If the organisation does not have any knowledge management policies in 
place to preserve its intellectual capital, some of this intellectual capital is lost when critical employees resign 
or retire from the organisation.   
 
In agreement with Nelson and McCann (2010), auditing organisations need to create a work environment 
that allows people to grow and develop as research has identified this as critical for retention.   
 
Graduate recruitment in organisations in the twentieth century is essential for growth and constant 
innovation.  Organisations dedicate enormous time, effort and resources to recruit top quality graduates into 
organisations, especially in the accounting field.  Previous studies on knowledge workers found that high 
salary levels, career planning and counselling were most important expectations for graduates joining an 
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organisation, whereas managers, good supervisors and promotion opportunities were ranked the lowest 
(McDermott, Mangan, & O‟Conner, 2005).   
1.3.  STATEMENT OF PROBLEM 
Both auditing firms researched are responsible for the auditing, accounting, taxation and advisory work for 
various clients in the Port Elizabeth region.  The selected firms are well established and very similar in 
organisational structure, size, demographics and business function.  Knowledge workers are an asset and 
necessity in order to maximise profit and retain clients in that only qualified staff are enabled to complete 
the business functions. 
 
Chartered accountants, taxation practitioners and accounting staff are considered a scarce skill in terms of 
the government seta division, FASSET.  Therefore there is a demand for qualified staff to come through each 
year, which is restricted by the low pass rate at the local university.  Of the one hundred and twenty 
students who register for the qualifying honours programme, approximately only forty are successful.   
 
A concern for the industry is that younger accountants change career paths several times before attaining 
sufficient experience to fill senior accountant positions in the firms.  In the company, senior accountants are 
responsible for mentoring and guiding the junior accountants and sharing the experience they have gained 
over the years.  There is a concern that as senior accountants retire, there may be a serious shortage of 
successive accountants coming through to take over the mentoring of junior accountants.   
 
Knowledge that senior managers have, has been gained through experience over a period of time while 
working.  This knowledge is then shared with junior staff on a day-to-day basis.  With the knowledge and 
experience these junior staff members gain, they become more efficient and enables them to find better 
solutions to accounting problems.  This knowledge then becomes the firms‟ intellectual capital, which is 
essential to be captured through a knowledge management system.  Should the firms not capture this 
knowledge, it will be lost when critical employees resign or retire from the firm. 
1.4.  OBJECTIVES 
The main function of researching the auditing firms is to provide professional feedback to the directors of 
the firms on what retention factors are most important to their staff complement, as well as the levels of job 
satisfaction and organisational commitment measured in each firm.   
 
The main purpose of this survey study was to determine the factors that influence the intention of 
accounting employees in an auditing environment to remain or leave auditing firms.  The respondents were 
divided into permanent employees and employees on contract who serve articles since it was considered 
that there may be significant differences between these two groups.   
 
The second objective of the survey was to determine the mobility intentions of the accounting employees 
and strength of the relationship between job satisfaction and intention to stay and organisation commitment.  
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The results of the study will be used to inform management on retention strategies in the auditing 
environment. 
 
1.5.  RESEARCH QUESTIONS 
The following questions have been identified as research questions to achieve the objectives of this study: 
RQ1:  What is the relationship between job satisfaction, organizational commitment, and intention to 
leave for employees in audit firms?  
RQ2:  What is the impact of the sub-groups identified as employment type and organization on job 
satisfaction, organisational commitment and the intention to leave? 
RQ3:  What are the most important items and factors affecting the retention cognitions of 
knowledge workers?  
RQ4:  What is the relationship between the demographical variables and the factors affecting the 
retention cognitions of the employees? 
1.6.  RESEARCH DESIGN 
1.6.1  GENERAL APPROACH 
The general research approach that was adopted is quantitative.  A survey was conducted in two 
organisations with information collected through self-administered questionnaires facilitated through the 
Human Resources department in each organisation.   
 
1.6.2 POPULATION 
The population for this research was the two hundred and eighty seven (287) workers that were employed 
by two auditing firms in the Port Elizabeth area.  The population consisted of male and female participants.   
The two firms taking part were both medium-sized firms with mirror images with regards to departmental 
profiling and are in direct competition with each other and with all other auditing firms in the Port Elizabeth 
region, hence the reason for not mentioning names in the study.  
 
1.6.3  SAMPLE AND SAMPLE SELECTION 
During the round of self-administered questionnaires, all two hundred and eighty seven (287) staff members 
from the two firms were requested to complete questionnaires. 
 
1.6.4  MEASURING INSTRUMENTS 
The study consisted of two questionnaires.  Samples of these questionnaires appear in the appendices for 
further reading (Appendices 3 and 4).  There were two questionnaires developed in order to cover the 
permanent employees and the contracted workers or trainee accountants who are on three – five year 
contracts.  The reason for this is due to the commitment questions and retention questions.  These 
questions could result in very different answers for permanent employees versus contracted workers as the 
long term goals and visions could be drastically different.   
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The questionnaire covered topics about their feelings towards job satisfaction, organisational climate, 
retention and commitment to the organisation.  Self-administered questionnaires were handed out with the 
help of the human resources department.  
 
There are various sections to the questionnaire that cover all the relevant topics to be researched, namely 
Sections A, B, C and D.  In total there are four sections.  Section A covered biographical details such as 
gender, racial group, language spoken, occupational level and highest qualification.  Section B contains the 
questions measuring job satisfaction and organisational commitment.  Section C covers the questions related 
to retention on a Likert Scale from very important, important, of little importance and unimportant.  Lastly, 
section D asked questions about previous employment and retention factors in the format of open ended 
questions. This is depicted in the table below for clarity. 
 
Table 1:  Questionnaire layout 
Section Information obtained 
A Biographical details 
B Job satisfaction and organisational commitment 
C Retention factors 
D Open ended questions 
 
1.6.5  DATA COLLECTION 
The questionnaires were handed out at a time agreed to with management and collected on the same day.  
Participants were asked to sign a form indicating consent to partake in the study and received a copy of the 
letter for their keeping.  These letters are attached in appendix 2.  The study was explained to the groups of 
staff as an introduction and staff were requested to fill these in, although it was voluntary. 
 
In order to generate an effective response the organisations have obtained a 100% response through 
controlled environments.  Groups of employees were called together in a controlled environment where each 
employee was handed a questionnaire and allowed thirty minutes to complete.  As employees completed the 
questionnaire they placed the completed version in a box for collection after all had finished.  The researcher 
was not present in these meetings in order to minimise fear in employees of being identified and to allow 
them to answer as honestly as possible.  With both firms being dead-line driven and target oriented, the 
researcher felt this was the most practical way to conduct the questionnaire in order to make sure the 
employees were given sufficient time without feeling pressurised with work stressors and therefore rushing 
through the questionnaire. 
 
1.6.6  METHOD OF DATA ANALYSIS 
The quantitative data was captured in excel and analysed with descriptive and inferential statistics.  
Descriptive statistics describes the sample used and inferential statistics creates inferences about the 
population parameters.   
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1.6.7 LIMITATIONS OF STUDY 
One limitation of the study was confidentiality within the audit firms consulted.  As a current employee of a 
medium sized audit firm, obtaining access to sensitive data might be a challenge due to the competitive 
nature of the industry and the firms.   A further limitation was time constraints.  The nature of the work in 
audit firms is very target and dead line driven with all audit firms operating strictly under the belief of “time 
wasted is money lost”.  Therefore it was a challenge to convince senior management of the potential 
effectiveness of the study, especially with a yearend approaching for one of the firms.  Senior management 
commitment is essential for this study as the staff must be allowed time to complete the questionnaire.  A 
further challenge regarding time constraints was that both firms had decided not to give performance 
bonuses for the current year.  Therefore the questionnaires had to be completed before this news was 
broken to staff in order to ensure a clear result, not a result skewed by the negative impact of no bonuses 
due to poor profit performance.   
 
The audit firms expressed concern in that they did not want each other to know the levels of 
satisfaction/dissatisfaction and commitment/non-commitment in their firms due to the high level of 
competition in recruitment and business.  However, the researcher committed to a confidentiality clause of 
not revealing this information to either firm, to only reflect on each firms result in the study without naming 
either firm.  This is practical to do due to the fact that most audit firms in Port Elizabeth have roughly the 
same number of staff members employed and both organisations agreed to not be informed of who else 
took part in the study in order to not identify results with firms.     
 
1.6.8  ETHICAL CONSIDERATIONS 
The researcher ensured that all the necessary steps were taken before beginning the research.  This 
included ensuring that all employees have signed consent forms and are fully aware of the research taking 
place (attached in appendix 2).   
 
1.6.9  DISSEMINATION OF RESULTS 
This report has been compiled for the use of the auditing firms who took part as well as the overall 
governing body – South African Institute of Chartered Accountants (SAICA).  Each firm will receive a copy of 
the treatise in order to review their results versus another firm.  SAICA will be made aware of the study 
conducted and will be allowed the opportunity to request it should they be interested.    
 
1.6.10  TREATISE OUTLINE 
The rest of the treatise to follow is laid out as indicated below: 
 Chapter 2:  Literature review 
 Chapter 3:  Research Design 
 Chapter 4:  Results, presentation and discussion 
 Chapter 5:  Conclusions and recommendations. 
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1.6.11  TIME FRAME AND WORK PLAN 
In order to successfully complete this study and research, an agreed upon time frame and work plan was 
devised and followed.  The duration of the entire study took nine (9) months which was broken up into three 
phases.  The first phase consisted of research and literature review writing, as well as questionnaire design 
and approval.  The second phase consisted of the research being carried out at the audit firms and 
questionnaires being completed.  The third phase consisted of assimilating data, analysing and report 
writing. 
1.7.  CONCLUSION 
In this chapter the study was introduced through a short literature review and an overview of the chosen 
profession (auditing).  The problem statement was discussed in brief with an overview of the objectives and 
the research questions were stated and defined.  The overall research design was explained through general 
approach, population, measuring instruments, brief description of the questionnaires and the method of data 
collection and analysis.  The ethical considerations and limitations of the study were declared as well as an 
indication of the treatise to follow.  The chapter to follow will cover the literature review on a wide range of 
literature on job satisfaction, organisational commitment and retention factors, as well as previous research 
conducted on the various topics.  
 
  
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
CHAPTER 2 
Literature Review 
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2.1)  INTRODUCTION 
The twenty first century is characterised by unprecedented levels of talent mobility as employees seek 
to satisfy their own individual demands, leading to growing concerns amongst organisations about the 
retention of talented employees (Lumley, Coetzee, Tladinyane & Ferreira, 2011).  The shift from a 
worker-intensive, industrial society to an automated information society has resulted in the workforce 
becoming more educated with higher professionalism and a decrease in organisational loyalty (Dockel, 
Basson, & Coetzee, 2006).   
 
Globalisation has had a major impact on organisations employing knowledge workers.  Knowledge 
workers have increased career opportunities and mobility and higher expectations of the organisations 
for which they work.  This had led to organisations that employ knowledge workers recognising the 
fact that the recruitment, selection, development and retention of these workers is a critical success 
factor (Mendes & Stander, 2011; Lumley et al., 2011; Sutherland & Jordaan, 2004).   
 
Mendes and Stander (2011) further state that organisations are increasingly becoming aware that 
employees are their most important asset.  However, South African organisations face a double 
challenge of recruiting and retaining competent previously disadvantaged employees and 
implementing training and development strategies while at the same time creating a uniquely South 
African working environment that truly values everyone‟s contribution, attains business imperatives 
and is self-sustaining, through its achievement of organisational objectives (Booysen, 2007).   
 
Kinnear and Sutherland (2000) state that South African organisations have shifted from a traditional 
focus on collective relationship of management and labour, to a focus on the powerful role of the 
individual knowledge worker.  Organisations are starting to view their employees as a valuable 
commodity to be developed as opposed to the traditional view of a perishable resource to be 
consumed.  However, this realisation coupled with a robust international job market, growth in 
businesses, raised level of concern placed on compliance and governance and the retirement of baby 
boomers has created challenges in retaining employees.  This creates the further realisation that 
employers face in that “in order to meet the demands of the 21st century, companies must attract, 
motivate and retain a cadre of productive knowledge workers older than 55 years” (Lord, 2006, p.20).  
This is therefore highlighting a major challenge to South African organisations, that of retention of top 
talent and retention strategies overall.   
  
Life time employment is slowly but surely becoming a thing of the past.  The knowledge employees‟ 
gain through higher education brings a sense of employee marketability rather than organisational 
commitment for life.  According to Sutherland and Jordaan (2004), the job mobility of knowledge 
workers has increased and the psychological contract between employer and employee is changing 
fundamentally with long term commitment no longer expected by either the organisation or the 
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employee. Gaylard, Sutherland and Viedge (2005, p.87) state that this mobility creates a twofold 
challenge for employers.  “On the one hand they recognise their increased dependence on the 
knowledge and skills of the right people, yet on the other hand, they can no longer rely on employee 
loyalty”. 
 
This lack of employee loyalty results in higher labour turnover in companies with knowledge workers.  
The impact of knowledge worker turnover has not had enough attention from organisations.  There 
are hidden costs involved such as loss of organisational memory, lower morale and cost of training 
and development of new staff member to mention a few (Sutherland & Jordaan, 2004). The memory 
loss can be broken down into four types of knowledge as referred to in Nelson and McCann (2010).  
These are knowing what, knowing how, knowing why and knowing who; which can cause long-term 
competitive performance when lost.   
 
It has been hypothesised in previous research identified in the literature to follow that there is a 
strong correlation between job satisfaction and employee retention/turnover.  Job satisfaction is 
important to consider with employees because it is relevant to the physical and mental well-being of 
employees.  People spend the majority of their lives working, therefore job satisfaction needs to be 
taken into consideration in the retention of knowledge workers (Buitendach & Rothmann, 2009).   
 
According to Sutherland and Jordaan (2004, p.56), “knowledge workers are seen to be fundamentally 
different from workers in the industrial economy and have their own unique conception of what 
represents job satisfaction and, hence, focused research needs to be carried out on what drives the 
various aspects of their performance and, especially, their mobility”. 
 
In essence, this highlights the first two major themes of this treatise, that of retention factors and 
satisfaction.  The third theme is that of employee organisational commitment.  When the literature 
search was conducted it became evident that organisational commitment plays a role in retention 
strategies and job satisfaction.  There is a trend in the research that states that committed employees 
are generally retainable and mostly satisfied.  However, the research further states that satisfied 
employees are not necessarily committed employees.  It will become evident as the treatise unfolds 
that the different levels of commitment identified in the literature to follow are important to 
understand and to establish which of these levels exist in the various levels of the organisation.   
 
Therefore, the major research concepts focused on in the literature review are knowledge workers, 
turnover, retention, job satisfaction and organisational commitment. 
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2.2)  KNOWLEDGE WORKERS 
2.2.1  WHO ARE KNOWLEDGE WORKERS? 
It is important to distinguish between knowledge and knowledge workers.  Knowledge refers to 
something that can belong to an organisation and; can be institutionalised in policies and procedures, 
technology patents, etc., however, knowledge workers (as further defined below) refer to the unique 
human beings who hold the knowledge, earned through education and experience, in their mental 
capacity and apply it in the activities performed at the workplace. 
 
“Knowledge is always embodied in a person; carried by a person; created, augmented, or improved 
by a person; applied by a person; taught and passed on by a person; used or misused by a person.  
The shift to the knowledge society therefore puts the person in the centre” (Drucker (2001) in Nelson 
& McCann, 2010, p.2).   
 
Horwitz and Pundit (2008, p.27) state that “the wealth of most organizations resides in their 
intellectual capital; nevertheless failure to recognize knowledge as a tangible asset still occurs”. 
Sutherland and Jordaan (2004, p.55) define a knowledge worker as “employees who carry knowledge 
as a powerful resource which they, rather than the organization, own”.  Kinnear and Sutherland 
(2000, p.106) expand this definition by stating that knowledge workers are employees “who have 
specialist knowledge and are involved in the activities of research, applied research, development 
work leading to new products or processes, and consulting based on specialist knowledge”.    
 
Knowledge workers have a blend of formal education, skills development, continuous learning and 
experiences acquired over time that enables them to achieve a particular level of functionality.  
Therefore, organizations dependent on knowledge workers need to establish commitment strategies 
to retain them (Horwitz & Pundit, 2008).  Knowledge workers are highly qualified well educated 
people who enjoy a high level of remuneration and know more about their work than anyone else in 
the organisation and this often includes their managers.  In reality, these employees are those whose 
main activity is the manipulation of knowledge and information (Giuaque, Resenterra, & Siggen, 
2010).  These employees are autonomous and empowered, not dependent on organizational 
membership, are not constrained by traditional employment relations and they are privileged to 
exercise greater control over the market for their skills.  They often negotiate their commitment to an 
organisation depending on the opportunities offered to them by that organization.   
 
These employees know that their knowledge gives them freedom to move and take their knowledge 
with them when changing employers.  One of the key features of these employees is their increasing 
mobility and the consequences this has for the organisation.  The mobility is a concern due to the loss 
of both tangible and intangible knowledge and possibly loss of competitive advantage.  Knowledge 
workers have a portfolio career, meaning they have a portfolio of skills they are able to sell to a range 
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of clients.  These workers tend to change jobs continuously throughout their career in an attempt to 
ensure the best for themselves (Sutherland & Jordaan, 2004). 
 
2.2.2 KNOWLEDGE WORKERS IN SOUTH AFRICA 
According to Gatyeni (2008, p.7) organisations should use their human resources to achieve 
sustainable competitive advantage.  Competitive advantage can be achieved through intangible 
resources such as company culture, knowledge and innovation of staff.  “These are found to be rare 
and difficult to imitate as compared to tangible resources such as financial, physical, and technological 
resources”.  Kinnear and Sutherland (2000) state that South Africa is facing a shortage of specialist 
skills in professional, technical and management positions.  This implies that organisations that rely on 
knowledge workers in their business need to establish how to gain their commitment in order to retain 
them.   
 
South Africa is experiencing a skills crisis in the knowledge worker category.  This „brain drain‟ is 
resulting in the depletion or loss of intellectual and technical personnel which negatively impacts the 
economic and social growth of the country (Kerr-Philips & Thomas, 2009).   
 
South African organisations face challenges that are aggravated by three factors.  These are the 
emigration of skilled people; the relative scarcity of specialist and managerial employees due to an 
oversupply of unskilled labour and an under-supply of skilled labour; and a national drive to address 
employment equity, which is fuelling the war for talent, as mentioned earlier, particularly with people 
from designated groups (Kotze & Roodt, 2005).   
 
“In addition to the challenges faced in retaining talent, South African business leaders have had to 
acquire the skills to effectively manage post-apartheid organisational culture and business dynamics, 
including the management of the broad range of diversity brought into organisations by the new 
demographic employee pool” (Kerr-Philips & Thomas, 2009, p.2).  This has led to ethnicity, language 
diversity, affirmative action, gaps in income levels, education and opportunities influencing the 
complexity of organisational culture and ability to retain to staff in South African organisations.   
 
The national skills shortage that South Africa faces leads to an abundance of vacant positions, which 
results in increased mobility of skilled individuals.  “These employees require compelling reasons to 
remain with an organisation which makes it essential for companies to have an understanding of what 
employees expect from employment” (Munsamy & Bosch Venter, 2009, p.1).  Employee value 
propositions (EVP) add to an employee‟s decision making process on whether to join an organisation 
or not.  EVPs are described as the “value or benefit an employee perceives to gain or experience by 
serving as a member of the organisation, or from their employer” (Munsamy & Bosch Venter, 2009, 
p.1).  In other words, it is the balance between an employee‟s performance and what he or she 
receives from the employer in return.  EVPs can result in turnover when employees perceive that their 
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organisation‟s EVP is less competitive than that of other organisations.  “The better and wider the 
reputation of the organisation, the more knowledge workers will show organisational commitment” 
(Giuaque et al., 2010, p.192). 
 
A further challenge is placed on employers to comply with the requirements of employment equity 
and affirmative action in South Africa.  Booysen (2007, p.62) found two main external barriers in 
retaining black management staff, namely headhunting and better external job opportunities and a 
limited external talent pool.  “Black talent is in high demand and talented black people are head-
hunted by companies that are willing to pay a high premium, which leads to income disparities 
between blacks and whites”.  This viewpoint is echoed in Masibigiri and Nienaber (2011) who state 
that employment equity and Black Economic Empowerment (BEE) requirements put pressure on 
employers due to the lack of appropriately qualified and experienced candidates, especially in senior 
management positions.  The authors add to the challenges by stating that crime rates in South Africa 
are causing knowledge workers to emigrate thereby reducing the talent pool.   
 
2.2.3  THE MANAGEMENT OF KNOWLEDGE WORKERS 
Knowledge workers are educated and have a strong preference for independence whilst holding a 
large portion of the organisation‟s intellectual capital.  Organisations struggle to retain these 
employees due to a general shortage of experienced candidates and aggressive recruitment tactics by 
others in the knowledge economy (Dockel et al., 2006).  These employees desire to work on projects 
that enhance their careers, knowledge assets and future earning power, while the organisation desires 
current knowledge applied to developing value-added products.  Loyalty for knowledge workers is to 
their professions, networks and peers rather than to the organisation and its career systems (Kinnear 
& Sutherland, 2000).   
 
Knowledge workers need to work in a „healthy‟ organisation.  Healthy organisations can be understood 
as organisations who strive to be competitive in the war for talent and develop strategies to retain this 
talent.    These organisations focus on their employees with as much passion and enthusiasm as they 
do on new processes and products.  In a healthy organisation, talent management and effective 
management of employee turnover is a central issue that is managed in order to avoid negative 
implications (Mendes & Stander, 2011). 
 
A healthy organisation encourages social support, which assists individuals in dealing with stress or 
enhancing their wellbeing.  Social support, is noted in Pienaar, Sieberhagen, and Mostert (2007) as an 
important contributor to job satisfaction, general wellbeing and organisational commitment. These 
factors contribute to the retention of knowledge workers.   
 
Drucker (1999) in Key and Tompson (2009) describes six conditions that must exist in order to 
maximize the effectiveness and productivity of knowledge workers.  Number one is clarity, clarity 
17 
 
 
about the tasks to be performed.  Secondly, knowledge workers must be able to manage themselves 
with some degree of autonomy.  The third condition is that their primary focus must be on continuous 
innovation and creativity.  Fourthly, continuous learning is essential and must become a core 
responsibility. Quality is fifth, quality counts more than the quantity of work they produce.  Lastly, 
knowledge workers must be part of the organization with aligned goals and their presence must be 
seen as an asset rather than a cost to the organization.   
  
Yamamura and Stedham (2009, p.2) state that “accountants are knowledge workers who must not 
only actively utilize information in their work, they must also develop the skills to continuously acquire 
new information”.  Organisations therefore have a duty to address the critical information needs of 
accountants in order to retain them.  Failure to do so reduces the accountant‟s ability to develop and 
grow and in turn reduces their value to the firm and to themselves.   This is further supported by 
Giuaque et al., (2010) who state that this information utilisation supports the decision-making process 
and enhances skills for knowledge workers.  It will further mobilize employees if they feel the 
organization is listening to their concerns, opinions and recommendations.   
 
2.3)  SATISFACTION 
“Employee job satisfaction is perceived to be a necessary pre-condition for competitive levels of 
quality and organisational success” (Bowen, Cattell, Distiller, & Mitchell, 2007, p.86).  The authors 
further define employee satisfaction as the extent to which persons gain enjoyment or satisfaction 
from their efforts in the workplace.   
 
Job satisfaction can be defined as “the favorableness or unfavourableness with which employees view 
their work” (Castle, Degenholtz, & Rosen, 2006, p.1).  The factors involved here are work 
environment and the personality of workers. 
 
It is necessary to understand the difference between job satisfaction and motivation as described by 
Bownen et al., (2007).  Job satisfaction measures the extent of a person‟s contentment in the job.  
Motivation explains the driving force behind the pursuit or execution of particular activities or a job.  
In other words, job satisfaction measures „what is‟ and motivation measures „why‟.   
 
Buitendach and Rothmann (2009, p.2) believe that employees are satisfied with their jobs when they 
enjoy their work, have a realistic opportunity to advance in the organisation, get along with the 
people they work with, respect their supervisors and believe their pay is fair.   
 
Kay variables identified by previous research that influence job satisfaction can be personal or 
organisational.  These include age, pay, working conditions, leadership, occupational level and 
organisational size.  These personal and organisational factors cause an emotional reaction that may 
affect organisational commitment and employees attitudes towards their jobs.  As employees age, 
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they initially intend to be more satisfied with their careers due to lowering expectations to more 
realistic levels and adjusting themselves better to their work situation.  However, as promotions 
become less frequent and the reality of retirement sets in, satisfaction and organisational commitment 
tends to suffer.  The higher-level positions occupied in organisations tend to be more satisfied with 
their jobs as they usually earn more, have better working conditions and hold jobs that make full use 
of their abilities, therefore hold a higher level of organisational commitment (Newstrom & Davis, 
1997; Lumley et al., 2011).  
 
Pay is a facet of job satisfaction; however, research has shown that it is often not an overriding factor 
for satisfaction.  Studies have shown that individuals who earn more are not necessarily more satisfied 
in their jobs.  Fringe benefits and rewards are more related to job satisfaction and can be in the form 
of appreciation, recognition and rewards for good performance.  Employee dissatisfaction can occur if 
an employee perceives their efforts are not recognised or that their rewards are not equitable in terms 
of their performance (Lumley et al., 2011).   
 
If one considers the relationship between personal/organisational factors of job satisfaction and 
organisational commitment, it could be perceived that as job satisfaction increases so does the 
expectation within employees that the areas of the work that shape their satisfaction keep improving.  
This in turn makes them more motivated to stay with their organisation. In contrast, as job 
satisfaction decreases employees may envisage aspects of their work to continue to get worse and 
may be motivated to search for alternative jobs (Chen et al., 2011; Buitendach & Rothmann, 2009). 
  
Supervisor ability to provide emotional and technical support is noted as an important factor of job 
satisfaction.  An immediate supervisor‟s behaviour can increase employee satisfaction through 
showing understanding, being friendly, offering praise for good performance, listening to employees‟ 
opinions and showing personal interest in them (Stander & Rothmann, 2009; Lumley et al., 2011).  
Similarly, co-workers are identified by Lumley et al., (2011) as a factor affecting satisfaction.  Having 
friendly, supportive co-workers leads to increased job satisfaction.  “Specific job characteristics lead to 
positive psychological states such as experiencing the meaningfulness of work, feelings of 
responsibility and knowledge about the products of work, which in turn lead to satisfaction with the 
job”.  When autonomy, knowledge of the products and feelings of responsibility are combined, the 
scope and complexity of a job is defined.  High scope results in high levels of job satisfaction, while 
low scope can lead to boredom and dissatisfaction.   
 
Knowledge workers prefer to work with mentally challenging tasks that provide opportunities to use 
their skills and abilities and offer a variety of tasks, freedom and feedback on how well they are doing.  
Communication of goals, feedback on progress and reinforcement of desired behaviour stimulate 
motivation and satisfaction.  The fewer distortions, ambiguities and inconsistencies with 
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communication, the more satisfied employees will feel regarding their work (Lumley et al., 2011).   
 
Therefore, based on the literature consulted above, the three main factors identified affecting 
employee job satisfaction are personal factors, organisational factors and challenging work.  The 
personal factors considered are age, pay, working conditions, leadership (supervisor) and co-workers.  
The organisational factors are the occupational level, organisational size and promotion opportunity.  
As mentioned above, knowledge workers require challenging work that keeps them interested in their 
role and therefore committed to the organisation.  This is important for the organisation as a whole in 
order to be a profitable, successful organisation with a competitive edge (in that of having knowledge 
workers).  This is highlighted in Lumley et al., (2011, p.102) in that “For performance to be optimal, 
an employee‟s full potential is needed at all levels in organisations; this emphasises the importance of 
employee job satisfaction”.    
  
2.4)  TURNOVER 
Turnover can be differentiated as voluntary or involuntary.  Voluntary turnover is employee initiated, 
when a staff member seeks alternative employment conditions.  Involuntary turnover is defined as 
employer initiated due to retrenchment, dismissal, or organisational restructuring (Sutherland & 
Jordaan, 2004).  This study is only concerned with voluntary turnover of knowledge workers.   
 
Further, according to Sutherland and Jordaan (2004), labour turnover can be functional or 
dysfunctional.  From an organisational perspective, functional turnover refers to a situation where 
high-performance employees remain with the organisation and poor performers leave.  Dysfunctional 
turnover is therefore when high-performing employees‟ leave and poor performers stay.   
 
Gaylard et al., (2005, p.87) state that “employee loyalty has significantly eroded and has given way to 
mobility and career self-preservation.  As a consequence, turnover rates have been climbing”.   Most 
turnover theories are based on the notion that job satisfaction directly correlates to employees‟ 
intentions to quit their jobs (turnover intentions) and employee loyalty, which in turn positively 
correlates with actual turnover (Chen, Ployhart, Cooper Thomas, Anderson, & Bliese, 2011).  
Employee loyalty can be related to organisational commitment, in that it is often assumed that an 
employee who shows loyalty can exhibit higher organisational commitment which can result in that 
employee being more satisfied with a lower intention to leave, therefore decreasing organisation 
turnover.   
 
According to Sutherland and Jordaan (2004), an employee‟s decision to leave may be influenced by 
many factors.  The organisation has control over some and over others the control is limited or zero.  
These factors could be environmental antecedents external to the organisation, antecedents internal 
to the organisation or employee specific issues.  These factors are summarised in Table 1 below. 
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Table 2:  Factors influencing an employee‟s decision to leave 
FACTOR ELEMENT OF 
ORGANIZATIONAL CONTROL 
EXAMPLE 
External antecedents Little to no control Unsolicited approaches; labour-market 
influences; emigration; impacts of 
Employment Equity Act. 
Internal antecedents Some control Shock events in the organisation; 
problems with a manager; pay; lack of 
development opportunities; change 
processes.  
Employee specific 
antecedents 
Little to no control Individual employee‟s own career drivers;  
knowledge worker characteristics; family 
responsibilities.   
Source:  Sutherland & Jordaan (2004) 
 
The cost of turnover is broken into direct and indirect costs.  Direct costs occur in the short term after 
the resignation and include such items as recruitment and advertising costs, agency fees, applicant 
expenses, relocation expenses and all employment office expenses.  Masibigiri and Nienaber (2011) 
expand on this list including interviewing and assessing of prospective candidates, training and 
development costs as well as severance packages or dismissal costs if the organisation employs the 
wrong candidate at first.  Indirect costs include loss of knowledge, productivity impacts, lowered 
morale of remaining staff, loss of momentum in the organisation, loss of organisational memory and 
customer dissatisfaction.   
 
Sutherland and Jordaan (2004) state that there is a 15% labour turnover amongst knowledge workers 
per year which equates to total cost of 22% of the total annual salary bill for knowledge worker 
turnover in organisations in South Africa.   
 
Gatyeni (2008) summarises the costs involved with staff turnover which has been tabulated below. 
 
Table 3:  Costs of staff turnover 
COST EXAMPLE 
Financial Cost Direct and indirect costs 
Survival Cost Recruiting and retaining the appropriate talent can determine the success 
or failure of a company. 
Productivity loss Workflow interruptions cause problems for the projects that the employee 
was handling and increases the workload for those that take over the 
project. 
Service Quality Turnover compromises customer service quality 
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Loss of expertise In the knowledge industry a departing employee may leave with critical 
skills needed for certain projects 
Loss of business With less staff it may become difficult to take advantage of new 
opportunities 
Job satisfaction for 
remaining employees 
Remaining employees can be distracted by their own concern about why 
others are leaving 
Image of the 
organisation 
High turnover creates a negative image and once this image is established 
in the labour market it is difficult to change, especially in the recruiting 
channels. 
Source:  Gatyeni (2008) 
 
Stanz (2009) identifies five components of turnover costs.  These are pre-turnover, separation, 
vacancy, recruiting and new hire processing.  Pre-turnover costs are as a result of the employee‟s 
slower work pace and higher absenteeism that takes place as motivation starts to fall.  Separation 
costs are incurred as part of the separation process, such as severance pay, unemployment costs and 
litigation fees.  Vacancy costs are the opportunity costs incurred as a result of not having an employee 
in the vacant position.  This includes lost sales and expenses such as overtime pay for the employees 
who had to be covered.  Lastly, recruiting and hiring costs include the actual costs incurred in hiring a 
new employee such as advertisements, recruitment fees, relocation expenses and promotional 
material.  Further costs that are included are the costs of the HR staff that administer the process 
together with supporting and infrastructure costs.   
 
Similarly, Kotze and Roodt (2005) identify the following turnover costs to the organisation:  visible 
costs, invisible costs and hidden costs.  Visible costs include leave capitalisation, recruitment costs, 
reference checks, security clearance, temporary worker costs, relocation costs, formal training costs 
and induction expenses.  Invisible costs include increased administration, loss of productivity, 
transition meetings and informal training.  Hidden costs include missed deadlines, loss of 
organisational knowledge, decreased morale due to overwork, clients‟ impact and chain reaction 
turnover. 
 
Hay (2001) states that bad management, lack of training and poor career development results in high 
turnover.  This turnover (especially in economic downturn) can drain the life out of an organisation.  
The author further states that the cost of any manager or professional who resigns is equivalent to 
eighteen months of their salary, which includes cost spent on direct replacement, head-hunter fees 
and employee development.  It does not include the indirect costs such as lost sales, lower 
productivity and customer defections.  
 
Hausknecht, Rodda, and Howard (2009) refer to a turnover theory by March and Simon (1958) called 
organisational equilibrium.  The two main drivers for turnover here are desirability and ease of 
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movement.  Desirability of movement is defined by the individual‟s satisfaction with the job and ease 
of movement reflects the perceived or actual job alternatives in the external market.  Therefore, job 
satisfaction and lack of alternatives are considered here as two important factors in employees‟ 
decisions to stay.  Porter and Steers (1973) modified this model to include advancement opportunities 
and extrinsic rewards as factors relating to staying due to employees being sensitive to receiving fair 
rewards for their efforts.  Hausknecht et al., (2009) contribute co-workers and constituent 
attachments as two further factors.  Co-workers influence retention due to the support they provide to 
each other and encouragement given to fellow employees to help them adjust to the work 
environment.   
 
Stress and job burnout are leading causes of employee turnover, according to Deery (2008, p.800).  
There is a large amount of evidence leading to the importance of balancing work and life for 
employees in order to keep them satisfied and committed to the organisation.  “It would appear that 
the conflict between these important dimensions of human activity can cause both job dissatisfaction 
and hence an intention to leave the organisation as well as causing conflict with family members and 
family activities”. It is essential for organisations to be aware of employee stress levels and to provide 
counselling and stress management activities such as time out and relaxation methods.   
 
However, according to Newstrom and Davis (1997) there are benefits of turnover.  These can be 
more opportunities for internal promotion and infusion of expertise from newly hired employees.  Bilal, 
Zia-ur-Rehman, and Raza (2010) state that implementing family friendly policies in an organisation 
can address employee retention, job satisfaction, employee morale and productivity.  “The most 
obvious positive consequence is replacement with better performers in the organisation”.  When 
turnover occurs, it creates opportunities for replacement which can bring about innovation, new ideas 
and approaches, contributing to organisational effectiveness via change.  Turnover can create 
opportunities to save cost as high-priced talent can be traded for lower-priced talent with equal 
capabilities. 
 
According to the literature consulted above, turnover can be involuntary or voluntary.  It is perceived 
that job satisfaction positively correlates with organisational commitment, and negatively with 
intentions to leave and actual turnover.  Employees‟ decisions to leave can be influenced by many 
factors, such as internal/external antecedents and employee specific antecedents.  There are direct 
and indirect costs involved with employee turnover which can be financial and non-financial (such as 
employee morale) which all have an overall negative impact on the organisation.  Further causes for 
turnover were identified as job burnout, stress, work-life balance and pay.  Benefits to turnover were 
discussed as promotional opportunities for other staff, new ideas from new hires and cost saving.   
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2.5)  RETENTION 
Retention is defined in Masibigiri and Nienaber (2011, p.2) as “employers‟ efforts to create an 
environment that engages employees for the long term and ensures that they keep desirable workers 
in order to meet business objectives”.  It is important to note that if employees are not satisfied with 
the efforts of the employer they may voluntarily leave.  Therefore, actual retention results from 
mutual satisfaction between employees and employers and is a voluntary process.   
 
According to Kotze and Roodt (2005), with the war for talent being an international phenomenon, the 
demand for talent and retention are not challenges unique to South Africa.  “The objective of 
retention policies should be to identify and retain committed employees for as long as is profitable 
both to the organisation and the employee” (Sutherland & Jordaan, 2004, p.57).  A study conducted 
by Ernst and Young show that attracting and retaining employees are two of the eight most important 
issues investors take into account when judging the value of a company (Kgomo & Swarts, 2010).   
 
Previous research has shown a direct, positive correlation between employee retention and overall 
organisation success.  Munsamy and Bosch Venter (2009) state that organisations need to retain 
knowledge workers for more than two years as it is only after two years that these employees are in a 
position to add value to an organisation by playing to their strengths and being innovative.  The 
author‟s further state that this retention is crucial to ensure a transfer of skills takes place, thereby 
ensuring continuity and sustainability of on-going initiatives.   
 
Hay (2001) lists three actions to improve retention levels.  The first is to remember that employees 
respond well to consistent, fair, and comprehensive management of their performance and 
development.  Fair treatment, recognition of success, freedom of action and challenging roles will be 
more important.  Secondly, find out why employees are leaving the organisation through a survey that 
reflects factors most important for different segments of employees in the organisation.  Finally, 
remember that employees do not stay forever.  Therefore, it is essential to manage the process of 
employees joining, staying and leaving the organisation. 
 
Van Rooyen, Du Toit, Botha and Rothmann (2010) outline several factors which are tabulated below, 
that affect employee retention specifically with regards to knowledge workers or workers with scarce 
skills. 
 
Table 4:  Factors affecting employee retention 
Factor Description 
Satisfaction of the needs of 
the employee 
An individual has multiple needs based on individual, family and 
cultural values. 
Work environment Employees want a productive, respectful and friendly environment. 
24 
 
 
Responsibilities Given that an employee feels competent to perform, he or she might 
seek additional responsibilities and want to be rewarded in a fair and 
equitable manner. 
Supervision Some individuals might feel a need to coach and develop others and to 
influence the organisation‟s goals and objectives. 
Fairness and equity Employees want to be treated in a fair and equitable manner and do 
not want to be discriminated against. 
Effort Employees want the task to be challenging and satisfying. 
Employee development Employees want to work in an environment that provides a challenge, 
offers new learning opportunities and offers opportunities for 
advancement and development. 
Feedback Employees want to receive timely and open feedback from their 
supervisors. 
Source:  Adapted from Van Rooyen et al., (2010) 
 
An employee‟s decision to resign is a complex process that involves turnover drivers that create an 
environment that is no longer acceptable to the employee.  This brings the next factor in retention, 
culture which plays a crucial role in the decision making process, according to Kgomo and Swarts 
(2010).  Organisational culture is the cornerstone values, beliefs, norms, standards and assumptions 
that concern employee‟s and plays an important role in the motivation of employees to continue 
working for the employers.  “In a time where reasonable pay and benefits are expected, an 
organisation‟s culture can be the deciding factor in an employee‟s decision to remain with his or her 
employer” (Kgomo and Swarts, 2010, p.232).  Kinnear and Sutherland (2000) expand on this by 
stating that the culture and values of an organisation creates a corporate identity which distinguishes 
it against other organisations.  The culture has the potential to enhance performance and individual 
satisfaction and provides a sense of certainty about how problems are to be handled. The culture of 
an organisation determines the ethics and trust levels in the organisation.  The standard of ethics 
allow a mutual understanding between the organisation and employees in terms of being valued and 
fairly treated as an employee which ultimately can affect employee job satisfaction and organisational 
commitment.   
 
Sutherland and Jordaan (2004) make recommendations for retaining staff which can be classified into 
three groups and are tabulated below. 
 
Table 5:  Groups for Retaining Staff 
RECOMMENDATION EXAMPLE 
Retention devices for the 
whole organisation 
Acceptance of increased mobility, including strategies to maintain 
knowledge; and restricting the organisation to make attrition less 
impactful. 
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Changing human 
resource systems 
Adjusting hiring techniques; establishing appropriate organisational 
cultural and value systems; effectively utilising exit interviews and root 
cause analyses; identifying key roles and individuals; differential 
management of good and poor performers, pay system changes; and 
internal branding of the employee value proposition.   
Retention devices for 
individuals 
Ensuring employability via on-going training and development; 
performance related pay; increased recognition of individual contribution; 
increased communication and involvement; giving work that can be done 
independently; giving more freedom; traditional fringe benefits; improving 
the quality of management; attending to work/personal life balance; 
giving challenging work; individual job sculpting; encouraging social ties; 
and ensuring access to leading edge technologies.   
Source:  Sutherland & Jordaan (2004) 
 
A study conducted by Kinnear and Sutherland (2000) identified four major factors influencing 
retention of knowledge workers.  These are freedom to act independently, financial reward and 
recognition, developmental opportunities and access to leading edge technology.  The authors further 
identify three major needs of knowledge workers, namely, individualism, independence, and personal 
achievement that affect organisational commitment with knowledge workers.  Individualism highlights 
that knowledge workers focus on individual gain as opposed to collectivism.  Independence reflects 
the desire to operate in an environment free from constraints to satisfy their individual needs.  The 
achievement orientation is based on individual success.  This is depicted in the model below. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1:  Retention strategies to promote commitment (Kinnear & Sutherland, 2000, p.111) 
 
A challenge identified by Kotze and Roodt (2005) is continued erosion of employee loyalty.  This 
challenge is intensified when reviewing the organisation in generation levels.  The retirement of baby 
boomers is a challenge looming in all companies and reminds employers of the importance of 
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knowledge retention in the organisation. This is highlighted in Nelson and McCann (2010, p.2) who 
state that “the retention challenge is the result of increasing job mobility in the global knowledge 
economy where workers average six employers over the course of a career, coupled with the baby 
boomer retirement „brain drain‟ and a smaller generation of workers entering their prime working age 
during this time”.   This is universally relevant due to the fact that populations are continuously ageing 
and job mobility is increasing.  Therefore employees are not retained long enough to absorb the 
amount of knowledge necessary to achieve the success achieved in today‟s organisations.   
 
Kotze and Roodt (2005) state that Generation X employees have different values and aspirations, 
when compared to previous generations.  These employees are more focused on their careers rather 
than on the company they are working for.  Jobs are therefore seen as a stepping stone to the next 
opportunity.  According to Masibigiri and Nienaber (2011), this generation is losing their trust and 
loyalty to organisations and fear boredom.  
 
According to Munsamy and Bosch Venter (2009) there are three major factors to consider when trying 
to retain Generation X employees.  Firstly, communication is vital as this includes feedback, group 
communication, corporate communication and employee surveys.  Secondly, employers should 
consider issues such as supervision in terms of the manager building the team, performance 
management and the development of individuals.  Thirdly, organisations should pay attention to the 
matter of generational interest.  These employees want to know they are valued and important and 
cite work/life balance as crucial.   
 
However, when considering retention of the entire knowledge workforce (not only generation by 
generation), Dockel et al., (2006) identify six critical factors that need to be considered when retaining 
knowledge workers.  These are compensation, job characteristics, training and development, 
supervisor support, career opportunities and work/life policies.   
 
Compensation offers an opportunity for security, autonomy, recognition and an improved self-worth.  
These increased feelings of self-worth and importance and can lead to the development of affective 
commitment.  The types of commitment are discussed later in this article.   Kgomo and Swarts (2010, 
p.233) state that “poorly designed wage policies in which salaries and benefits are not competitive can 
lead to staff turnover”.   
 
Dockel et al., (2006) state that job characteristics ensure that skills are utilised properly and ensures 
skill variety.  Skill variety in turn relates to feelings of belonging and a sense of attachment to the 
organisation.  Employees who are aware of the expense of training, or appreciate the skills they have 
acquired through training and development, might develop a sense of obligation (normative 
commitment) which will keep them in the organisation for long enough to reciprocate.  Giuaque et al., 
(2010, p.191) state that when an organization indicates a willingness to develop skills, by means of 
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training or other career development activities, it indicates to employees that the organization 
considers its human capital as a source of competitive advantage.  “The development and use of skills 
acquired on the one hand reinforces confidence and the desire to establish long-term relations 
between employees and the organization and on the other hand, encourages the growth of a feeling 
of organizational support”.   
 
Supervisor support could encourage affective commitment by giving employees feedback.  This view 
point is echoed by Kgomo and Swarts (2010) who state that supervisor support correlates with an 
employee‟s intention to stay.  Knowledge workers seek leaders who know them, understand them, 
treat them fairly and can be trusted.  Masibigiri and Nienaber (2011) agree with Kgomo and Swarts 
and state that leaders should be able to build trust, esteem and high performance whilst treating 
employees fairly.  In Giuaque et al., (2010) the authors conclude that support will lead to stronger 
commitment to the employer and decrease intention to leave.   
 
Individuals provided with praise and feedback may develop stronger feelings of loyalty to the 
organisation.  “Perceptions of the organisation‟s adherence to career-orientated practices, including 
internal promotions, training and development and employment security are positively related to 
commitment” (Dockel et al., 2006, p.22).    Retention is easier with employees who believe they are 
being treated as resources to be developed rather than commodities to buy and sell.  Knowledge 
workers value work/life initiatives as meaningful and most committed employees are concerned with 
leave, flexible work schedules, family friendliness and proximity to their home.   
 
Munsamy and Bosch Venter (2009) refer to four attractors and retainers that help organisations create 
a compelling place to work for their employees.  This is tabulated below. 
 
Table 6:  Attractors and retainers that create a compelling place to work 
Compensation and Benefits Work Environment 
Compensation and benefits must be market 
related, and mechanisms should be in place to 
reward and retain top performers. 
Work environment must be challenging and offer 
real learning and growth.  Job profiles should be 
flexible to make positions more attractive.  The 
organisation should cater for internal mobility, 
recognition, role clarity, and responsibility. 
Work-life Balance Organisational Environment 
Focus here is on the notion of a flexible and 
stress-free work environment by making provision 
for childcare facilities and access to families.  
Location is important, as is the amount of travel 
away from home, recreational facilities in distant 
Issues here include the prestige and reputation of 
the organisation and the work.  Creating an 
attractive image and place to work requires a 
more proactive marketing and communication 
strategy, the publication of success stories, and 
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locations and hours of work, leave time, overtime 
and flexitime. 
an emphasis on learning and innovation.  Access 
to leading-edge technology is an important pull 
factor for high-end knowledge workers. 
Source:  Munsamy & Bosch Venter (2009, p.2) 
 
Kgomo and Swarts (2010) identify the work environment as a retention factor.  Favourable work 
environments elicit higher job satisfaction and lower intentions to leave.  Factors of the work 
environment that encourage job satisfaction are job autonomy, challenge, control, importance and 
encouragement from supervisors.  Factors that diminish job satisfaction include rigid procedures, use 
of surveillance, lack of resources and restricted control over work procedures.  
 
In accounting firms, the knowledge workers (accountants) are the drivers for innovation, designs, 
markets and sustainable development.  In order to achieve this, information is required to be readily 
available from the employer in order to be accurate and effective.  This creates a challenge for 
employers in that knowledge and expertise can move instantly around the globe, enabling competitive 
advantage to disappear overnight (Yamamura & Stedham, 2009).   The authors further state that 
“without information, accountants cannot develop and grow which reduces their value to themselves 
and to the firm”.  Organisations that respond to accountants‟ need for information will have a more 
satisfied staff complement and therefore will be more effective in retention efforts.   
 
When knowledge workers are unhappy in the work environment due to low satisfaction with their 
conditions of service, they tend to make an effort to move away from the organisation if no effort is 
made to rectify the situation (Mammen, 2006).   
 
The section above covers the literature consulted on retention.  Retention is described as a voluntary 
process between employees and employers and has become an essential part of day to day activities 
for management in order to keep the “cream of the crop” and maintain competitive advantage.  The 
factors influencing retention of knowledge workers were identified and discussed as satisfying 
employee needs, work environment, responsibilities, supervision, fairness and equity, effort employee 
development, feedback and culture.  Sutherland and Jordaan‟s (2004) recommendations are tabulated 
as three groups that can assist in retaining staff and further depicted in a diagram as retention 
strategies (Kinnear & Sutherland, 2000).  The challenge of employee loyalty and job mobility is 
discussed as a universal challenge and then detailed into the challenge of generational issues in 
retention.  Several factors to consider when attracting and retaining knowledge workers were 
highlighted as compensation, job characteristics, training and development, supervisor support, career 
opportunities and work/life policies. 
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2.6)  ORGANISATIONAL COMMITMENT 
Lumley et al., (2011, p.105) define organisational commitment as “a psychological connection that 
individuals have with their organisation, characterised by strong identification with the organisation 
and a desire to contribute to the accomplishment of organisational goals”.  Stander and Rothmann 
(2009, p.8) state that organisational commitment is “the psychological link between the employee and 
the organisation that makes it less likely for an employee to want to leave voluntarily”.  Committed 
employees identify with the organisation, make sacrifices, perform beyond normal expectations, work 
selflessly and contribute to the organisation‟s overall effectiveness.   
 
Organisation commitment, according to Giuaque et al., (2010) consists of three distinct factors.  
These are a strong belief in and acceptance of the organisation‟s values and aims;  a significant 
willingness to work hard for one‟s organization;  and a desire to remain a member of it.  In most 
research conducted, organizational commitment has a strong correlation with better performance at 
work and a negative correlation with costly behaviour such as absenteeism, delays and turnover.   
 
“The importance of employee commitment and loyalty has never been more significant than in today‟s 
context, where the „war for talent‟ is rife and skilled employees have a greater choice of employment, 
both locally and globally” (Munsamy & Bosch Venter, 2009, p.1).  Lumley et al., (2011) supports 
Giuaque et al., (2010) above in stating that favourable individual attitudes result in greater acceptance 
of the goals of the organisation as well as willingness to exert more effort on behalf of the 
organisation, therefore increasing commitment.  This behaviour in turn reduces tardiness and 
turnover.   
 
Kinnear and Sutherland (2000) state that personality variables and business values are often 
dimensions affecting organisational commitment with knowledge workers.  These employees require a 
great deal of autonomy and discretion in their work environment and prefer to be treated as fellow 
colleagues with limited dictation in order to acknowledge their independence rather than subordinates.  
Therefore, commitment of knowledge workers within the organisation is achieved by emphasising the 
uniqueness of individual value systems rather than generic motivators and by establishing a balance 
between personal, professional and organisational identities.   
 
Personal identity includes the individual‟s ability to realise their values and fulfil their needs external to 
the work environment and affects the individual‟s need for personal growth.  Professional identity 
includes the knowledge worker‟s need for meaningful work and working relationships.  These 
employees have a need to work with and learn from professional colleagues; require challenging work 
assignments; and access to modern technology to realise their professional identity (Kinnear & 
Sutherland, 2000).   
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Dockel et al., (2006, p.20) state that “the binding force of commitment is experienced as a mind-set 
(i.e. a frame of mind of psychological state that compels an individual toward a course of action)”.  
This mind-set can be broken down into three forms, namely, affective commitment, continuance 
commitment and normative commitment.  The differences between these types of commitment are 
tabulated below. 
 
Table 7:  Types of organisational commitment 
TYPE DESCRIPTION 
Affective  Preference to stay with the organisation arising out of a sense of emotional 
attachment. 
 The mind-set of desire develops when an individual becomes involved in, 
recognises the value-relevance of, and derives his or her identify from, 
association with an entity or pursuit of a course of action.   
 Employees with strong confidence in ability and achievements have higher 
affective commitment. 
 This commitment is encouraged through leaders who allow employees to 
participate in decision making and are treated with consideration. 
Continuance  Preference to stay with the organisation arising out of a sense of economic 
necessity or the perceived cost of leaving. 
 The mind-set of perceived cost develops when an individual recognises that 
he or she stands to lose investments, and perceives that there are no 
alternatives other than to pursue a course of action relevant to a particular 
target. 
 This refers to the employee‟s sacrifices (losing seniority) associated with 
terminating employment, thus the employee becomes aware of the costs that 
are associated with leaving the organisation 
 These employees stay with the organisation because they believe they have 
to do so and aren‟t necessarily committed to achieving the overall goals. 
Normative  Preference to stay with the organisation arising out of moral obligation. 
 The mind-set develops as a result of the internalisation of norms through 
socialisation, the receipt of benefits that induces a need to reciprocate, and 
acceptance of the terms of a psychological contract.  
 This develops on the basis of a collection of pressures that individuals feel 
during their early socialisation (from family and culture) and during the 
socialisation as newcomers to the organisation.  
 Develops on the basis of a particular kind of investment that the organisation 
makes in the employee, specifically investments that seem difficult for 
employees to reciprocate.   
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 Employees often feel as though they are tied to the organisation by feelings 
of obligation and duty. 
 These employees are committed to the organisations goals and therefore the 
obligation leads to productivity. 
Source:  Dockel et al., (2006) 
 
Stander and Rothmann (2009) summarise the three types of commitment similar to the table above.  
They refer to continuance commitment as employees who have a general awareness of the costs 
associated with leaving the organisation and therefore feel committed to stay, but more out of 
desperation than anything else.  Affective commitment is the emotional attachment to the workplace 
and together with normative commitment refers to an employee‟s attitudinal disposition.   
 
In summary of the above, organisational commitment was defined by Lumley et al (2011), Stander 
and Rothmann (2009), and Giuaque et al., (2010) as the psychological connection formed between 
employees and employers that reduces the likeliness for employees to voluntarily exit an organisation.  
Employee loyalty, personality variables, business values, fulfilling personal needs, personal identity 
and level of independence are identified as factors influencing organisational commitment of 
knowledge workers.  Three types of commitment were identified as affective, continuance and 
normative. 
 
2.7)  PREVIOUS RESEARCH 
The section to follow on previous research has been arranged in order of themes for the benefit of the 
reader.   
 
2.7.1  JOB SATISFACTION STUDIES 
A study of factors influencing job satisfaction amongst quantity surveyors in South Africa by Bowden, 
Cattell and Distiller (2008) found seven important factors influencing job satisfaction.  These are 
personal satisfaction and accomplishment, low degree of supervision and being encouraged to take 
initiative, being part of a team, undertaking challenging work, receiving recognition for achievements 
above the ordinary, receiving feedback on past performance and undertaking varied and non-
repetitive work.  The study found that social interaction, job promotion prospects, salary and job 
security ranked of least importance.  Lower income earners reported higher overall levels of job 
satisfaction and were more enthusiastic about regarding a career in quantity surveying to others.   
 
A follow up study conducted by Bowen, Cattell, Marks and Distiller (2009), did a comparison of job 
satisfaction between younger and older quantity surveyors in South Africa.  The research was centred 
on how satisfied are younger and older quantity surveyors with the jobs as well as the factors that 
influences their job satisfaction.  The study concluded that older quantity surveyors value more highly 
the importance of social interaction and friendships at work where younger respondents reported the 
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greater influence of salary as a motivating factor.  It was further found that younger quantity 
surveyors see the provision of maternity and paternity leave above the minimum to be more 
important that their older colleagues.   
 
Buitendach and Rothmann (2009) conducted a study on gender differences in job satisfaction across a 
variety of industries in South Africa.  It was found that there were no differences between males and 
females in terms of their experience of job satisfaction.  The reason they give for this is due to both 
genders working under the same circumstances and there was no discrimination in terms of salary or 
benefits.   
 
Mammen (2006) found in a study of employee satisfaction with top performing higher education 
academics that employees who were dissatisfied in their work responded to advertisements in national 
newspapers and secured jobs through advertisements in national newspapers after no efforts were 
made by the organisation to rectify their current situation.  The result of this was that the less 
competent and those unwanted by other potential employers were left behind in the institution. 
 
2.7.2  TURNOVER STUDIES 
Hay (2001) found that high achievers require work that stretches their talents.  This can be done 
through new assignments, cross-functional moves, profit-and-loss responsibility and high profile task 
forces.  It was further found that training can fight turnover through relevant training that broadens 
experience, rather than reinforcing new skills.   
 
A study conducted by Sandweiss and Lewin (2000, p.44) found that knowledge workers (a group of 
MBA graduates) who left their current employer did so for the opportunity of advancement.  It was 
found that once the employees achieved their qualification, the individuals wanted the opportunity to 
use their new business skills in positions that offered more challenge.  The authors therefore 
recommended to employers, in order to attract top talent it was necessary to offer positions that 
recognize high skill level and exposure to new opportunities.  It was also found in the study that most 
knowledge workers value work/life balance highly, therefore employers should focus on this when 
designing policies and procedures.  The study concluded that “an employer who could provide growth 
opportunities, intellectual challenge, minimal travel and weekends free would win the hearts and 
minds of this group, even if the salary was a little below market value”.   
 
According to Waller (1985) who conducted a study of turnover trends in accounting practices, there 
are various advantages and disadvantages in employee turnover.  The disadvantages can include 
increased costs in recruiting and training, complications and uncertainty in planning operations, and 
possible decreases in client goodwill if staff turnover too frequently.  The advantages include getting 
rid of poor performing staff, flexibility in maintaining the optimal size of labour force, and a possible 
increase in client goodwill if former employees obtain responsible positions in the financial community. 
33 
 
 
2.7.3  RETENTION STUDIES 
The study conducted by Sutherland and Jordaan (2004, p.62) included 306 knowledge workers across 
various industries and concluded that management need to understand that “high levels of knowledge 
worker mobility are a defining characteristic of the knowledge based economy; the costs associated 
with this mobility and the benefits of reducing labour turnover via employing retention strategies are 
significant; high levels of employee commitment can be achieved but not long term loyalty”.  It was 
further found in that employers need to create compelling employee value propositions that highlight 
the availability of challenging work, career development opportunities, as well as rewards based on 
individual performance.  The study identified forty two independent retention variables which emerged 
from a qualitative open-ended questionnaire completed by thirty respondents whom had all changed 
employers within the preceding two years.  Due to the fact the study took place with knowledge 
workers in South Africa, this study was utilised in the development of the section on retention factors 
in the questionnaire.  
 
Kinnear and Sutherland (2000) conducted a study focusing on retention and organisational 
commitment of knowledge workers.  One hundred and four questionnaires across six organisations 
identified the four most important factors in retaining knowledge workers:  freedom to act 
independently; financial reward and recognition; developmental opportunities; and access to leading 
edge technologies.  It was further found that knowledge workers have a strong need for 
individualism, independence and personal achievement.   
 
Ten retention factors were identified in a study conducted by Kgomo and Swarts (2010) with three 
hundred and eighty six participants at a contact centre in South Africa.  These were advancement 
opportunities, recognition, compensation packages, staffing strategies, the work itself, relationships, 
managerial support, organisation commitment, work-life balance and physical environment and 
leadership capability. 
 
Kerr-Philips and Thomas (2009) found the following common themes that attracted knowledge 
workers to their current employers.  There were:  quality and depth of company leadership 
development programmes; high performance workplace cultures that offer challenging and 
stimulating work opportunities; attractive company brand and a culture that actively promotes people 
development; and competitive remuneration packages.  The authors found that competitive 
remuneration was noted as an attraction element for knowledge workers, but not a factor that would 
promote their retention.  It was concluded that organisations should consciously develop a culture of 
transformation that includes expectations of high standards, competitive remuneration packages, 
leadership development and a culture that embraces diversity.   
 
The study conducted by Lord (2006) found that younger employees placed more importance on 
advancement, security and how their supervisor relates to them whereas older employees placed 
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more importance on independence.  They further found that younger employees felt that leaving the 
organization would cause detrimental loss (continuance commitment) whereas older employees felt 
the organization deserved their loyalty (normative commitment).  The final finding was the primary 
reason younger employees stayed at their employer was due to providing basic necessities and safety 
nets, whereas most older employees remain in their jobs because they enjoy their work and take 
pride in what they do.   
 
Strothmann and Ohler (2010, p.195) found generational differences in the workplace which have a 
major impact on retention strategies as these differences motivate employees in different ways.  For 
example, generation X are often characterised as “technologically savvy, efficient at multi-tasking, 
sceptical of authority and the status quo, desirous of work/life balance, and lacking in automatic 
organisational loyalty”.  For this generation, professional development and a voice in decision making 
are important and will result in employees looking elsewhere if the organisation fails to meet these 
needs.  In addition, the workplace needs to match their individual priorities in order to create 
organisational loyalty, without this they are likely to leave.   
 
2.7.4  ORGANISATIONAL COMMITMENT STUDIES 
Significant relationships between job satisfaction and affective and normative commitment were found 
by Lumley et al., (2011).  It was found that participants (information technology employees) satisfied 
with pay, promotion, supervision, fringe benefits, rewards, relationship with co-workers, nature of the 
work, and communication feel more emotionally attached to the organisation and feel more obliged to 
remain with the organisation because of social norms.   
 
Research conducted by Mendes and Stander (2011) found that when employees experience their work 
as meaningful, they will concurrently experience higher levels of energy in doing their work, be more 
enthusiastic in completing work-related tasks and demonstrate high levels of focus in their work.  It 
was further found that when employees experience high levels of dedication, they will be less likely to 
have intentions of leaving.   
 
A study conducted by McDermott, Mangan, and O‟Conner (2005) on graduate recruitment is 
specifically important for the purpose of this treatise.  It was found that graduates require challenging 
work roles in order to develop organisational commitment.  The authors find that elaborate 
development programmes for graduates with the hope of them making long term commitment no 
longer exists.  Organisations need to ensure return for their investment in graduate programmes.  
These programmes allow graduates to develop insight and enhance self-confidence and job 
knowledge, however, the programmes tend to place too much of a focus on training activities that 
develop technical competencies and not enough on the organisation‟s strategies, culture and values.  
The study concluded that most organisations that run a graduate development programme do not 
focus on the graduate‟s expectations, more so on the organisations requirements.  Therefore the 
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authors recommend that these programmes should reflect on its purpose and content and graduates 
should be given clear guidelines in relation to the programme. 
 
2.8)  CONCLUSION 
The literature review above discusses six key concepts that are relevant for this treatise.  These are 
knowledge workers, turnover, retention, job satisfaction, organisational commitment and previous 
research.   
 
Knowledge workers have been identified as key assets to organisations in the global and local market 
and are necessary to retain in organisations in order to achieve competitive advantage.  There has 
been a noted shift in the workplace in South African organisations from the traditional collective 
relationship of management and labour to the powerful role of the individual knowledge worker.  
Particularly in developed countries, retention of knowledge workers has become management‟s 
biggest challenge and the first survival requirement.  There has been a revolutionary change in the 
world of work that has impacted on the individual, work and society.  This change has come in form 
of technological, economical and structural change to organisations as a result of globalisation and 
modernisation of work places.  The future of work is calling for flexibility and a boundary-less 
community (Dockel et al., 2006).   
 
The literature reviewed is consistent in that knowledge workers have the need to be challenged and 
allowed to work independently in an environment that encourages innovation and creativity.  It is 
important for organisations to attune themselves to this need in order to retain the top talent in the 
organisation for long enough to allow for knowledge transfer into the organisation.   
 
Job satisfaction is essential for the retention of knowledge workers.  The section on job satisfaction 
introduces the concept as the favourableness or unfavourableness with which employees view their 
work.  It is referred to as an individual‟s contentment with a particular job.  The factors that influence 
satisfaction were described as personal (age, pay, leadership) or organisational (working conditions, 
occupational level, organisational size, supervisor, promotional opportunity, challenging work).  
Employees experience job satisfaction when they feel their individual capacities, experiences, and 
values are organised in their work environment and the work environment offers them opportunities 
and rewards in line with their needs (Buitendach & Rothmann, 2009). 
 
Most of the literature consulted indicates that satisfied employees have a reduced intention to resign 
thereby reducing turnover rates.  For the purpose of this treatise only voluntary turnover (employee 
initiated) was researched.  It was made evident that employee loyalty has an impact on turnover in 
that the more dissatisfied an employee is, the more negatively it correlates with intention to leave an 
organisation, thereby affecting the employee‟s loyalty to the firm.  Factors that affect the employee‟s 
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decision to leave were discussed and tabulated as external antecedents, internal antecedents and 
employee specific antecedents.  The cost of turnover was identified as direct/visible or 
indirect/invisible which occur from the instance the employee resigns until the replacement is fully 
trained in the new role.   
 
In order to avoid retention, employers must identify ways and means to retain their employees, 
especially their knowledge workers.  Retention is defined in the literature as an employer‟s effort to 
create an environment that keeps desirable employees in order to meet business objectives.  In order 
to retain top talent and knowledge workers, employers must succumb to globalisation and embrace 
change that entails gives them competitive edge.       
 
The challenges that South African organisations face leave employers with two options to succeed in 
the South African war for talent.  The first option is to become and remain an employer of choice by 
attracting the right talent and having the ability to attract and retain people with the required skills 
and knowledge.  The second option is to develop, retain and efficiently utilise the current talent pool 
by exploring and managing the factors or attributes that influence skilled or talented employees to 
either stay or leave (Kotze & Roodt, 2005).  The main difference between these options is that option 
one focuses on the ability to attract, and option two focuses on the ability to develop and efficiently 
utilise current talent.  Employers need to be recognised as an employer of choice amongst top talent, 
thereby attracting the best talent at any given time.  Once the talent is inducted to the organisation, 
employers must retain this talent and efficiently utilise their skills and ability to keep them committed 
and effective to the organisation.     
 
The factors that influence retention were identified and discussed.  These were fair treatment, work 
environment, supervision, training and development, feedback, satisfying employee needs, culture 
and hiring techniques to name a few.  Retention strategies to promote commitment in the 
organisation were depicted and discussed through a diagram.  The diagram identifies independence, 
individualism and personal achievement as the three pillars that affect organisational commitment and 
freedom to act, financial reward, developmental opportunities and access to leading edge technology 
as the retention factors for knowledge workers.   
 
A brief section highlights the generational issues that are surfacing in the workplace with the retiring 
of the baby boomers and the different needs of Generation X employees.  This creates a distinction 
between younger employees and senior employees and their motivation to stay in an organisation.  
McDermott et al., (2005, p.467) conclude that “graduates are no longer looking for long-term careers 
in one organisation – they have post-organisational career aspirations”.  Therefore it is essential that 
organisations understand and accept this and alter their graduate programmes to ensure the focus in 
not on long-term, but on the present and to ensure a win-win situation for both parties.  
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With the generational differences and challenges that are going to face organisations in the next few 
years it is essential to be sure of what employees want and to give that to them, even if the intention 
is not to stay with the firm for a long term (such as graduate recruitment programmes).  
Organisations need to accept that the days of life long employment and long term career paths at one 
organisation are something of the past.  This is supported by Hay (2001, p.55) who states that 
“employees are increasingly adopting the philosophy that their job security lies not in employment, 
but in employability”.  De Vos and Meganck (2009, p.46) further confirm that “employees are difficult 
to retain because they attach more importance to marking out their own career path than to 
organisational loyalty; a tendency which results in increased rates of voluntary turnover”.   
 
As stated by Malik, Ahmad, Sai, and Safwan (2010, p.200), “organisations strive to maximise 
productivity.  One way to achieve this is to find out and maintain high performing, committed and 
satisfied employees”.  Organisations that fail to retain high performers will be left with an 
understaffed, less qualified workforce that will ultimately hinder the organisations ability to remain 
competitive (Hausknecht et al., 2009).   Retention is essential for organisations as it ensures the right 
skills are in place at all levels and occupations which enable them to achieve the goals of the 
organisation, especially that of high performance (Masibigiri & Nienaber, 2011).  As concluded by 
Stanz (2009), companies that are going to be successful in the knowledge economy are those with 
the best people, not necessarily the best plans. 
 
Once employees are retained in the organisation it is important to keep them committed to achieving 
the organisations goals.  Committed employees are more likely to overextend themselves through 
creativeness and innovation which in turn increases the organisation‟s competitiveness in the market 
(Lumley et al., 2011).  The section on organisational commitment identifies three distinct factors that 
make up organisational commitment.  These are the belief in and acceptance of the organisation‟s 
values and aims, a significant willingness to work hard and a desire to remain a member of it.  Three 
types of commitment were identified as affective, continuance and normative commitment.  
Information sharing together with a willingness to listen to employees before making decisions will 
contribute to the emergence of a climate of confidence and mutual respect, which will enhance 
organisational commitment.   
 
It is clear that supervisory support and encouragement has a strong correlation with job satisfaction 
and organisational commitment.  In most instances there is an expressed need for the presence of 
supportive values and beliefs that encourage employee inquisitiveness and creativity, a willingness to 
learn from error and openness to sharing knowledge (Nelson & McCann, 2010).  It is critical for South 
African organisations to gain competitive advantage through having the appropriate skills across a 
range of occupations and professions as well as the skills to drive leadership required to achieve the 
best results.  
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The final section of the literature review concentrates on previous research conducted in the major 
themes mentioned above (knowledge workers, turnover, retention, job satisfaction and organisational 
commitment).  The next chapter covers the research methodology.  This section will focus on the 
research approach used, sampling and how data was collected and analysed.   
  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CHAPTER 3 
Research Design 
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3.1  INTRODUCTION 
This chapter will focus on the research approach used, sampling, the measuring instruments and how 
data was collected and analysed. 
 
3.2  RESEARCH PROBLEM 
The main reason for researching the audit firms is to provide professional feedback to the directors of 
the firms on what retention factors are most important to their staff complement, as well as the levels 
of job satisfaction and organisational commitment measured in each firm.   
 
Both auditing firms are responsible for the auditing, accounting, taxation and advisory work for 
various clients in the Port Elizabeth region.  The selected firms are well established and very similar in 
organisational structure, size, demographics and business function.  Knowledge workers are an asset 
and necessity in order to maximise profit and client retention in that only qualified staff are enabled to 
complete the business functions. 
 
Chartered accountants, taxation practitioners and accounting staff are considered a scarce skill in 
terms of the government seta division, FASSET.  Therefore, there is a demand for qualified staff to 
come through each year, which is restricted by the low pass rate at the local university.  Of the one 
hundred and twenty students who register for the qualifying honours programme, approximately only 
forty are successful.   
 
A concern for the industry is that younger accountants change career paths several times before 
attaining sufficient experience to fill senior accountant positions in the firms.  In the company, senior 
accountants are responsible for mentoring and guiding the junior accountants and share the 
experience they have gained over the years.  There is a concern that as senior accountants retire, 
there may be a serious shortage of successive accountants coming through to take over the 
mentoring of junior engineers.   
 
Knowledge that senior managers have, has been gained through experience over a period of time 
while working.  This knowledge is then shared with junior staff on a day-to-day basis.  With the 
knowledge and experience these junior staff members gain, they become more efficient and this 
enables them to find better solutions to accounting problems.  This knowledge then becomes the 
firms‟ intellectual capital, which is essential to be captured through a knowledge management system.  
Should the firms not capture this knowledge, it will be lost when critical employees resign or retire 
from the firm. 
 
The key issue facing the auditing firms selected is retaining the knowledge workers already in the firm 
due to the skills attained being considered a scarce skill in terms of the skills shortage South Africa is 
facing. 
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In chapter two the literature relating to employee retention strategies and factors for knowledge 
workers specifically were discussed, along with job satisfaction and organisational commitment.  To 
solve the research questions, the author had to investigate the levels of satisfaction and organisational 
commitment of the staff of the selected companies to assess whether or not the issues discussed in 
chapter two were in fact related to retention factors in both organisations. 
 
3.3  RESEARCH OBJECTIVES 
The main objectives of the study are listed below: 
 To study existing literature and determine what retention strategies could be used to reduce 
employee turnover. 
 To determine the levels of job satisfaction in both organisations and to test if there is a 
correlation between job satisfaction and turnover intention. 
 To determine the levels of organisational commitment in both organisations and to test if 
there is a correlation between organisational commitment and turnover intention. 
 To determine the relationship between demographic variables and retention factors. 
 To recommend strategies that the organisations can implement to reduce employee turnover 
and manage levels of job satisfaction and organisational commitment.   
 
3.4  RESEARCH QUESTIONS 
In chapter one the following main problem for this treatise was presented: 
 
What are the main retention factors for knowledge workers in two auditing firms in the Port Elizabeth 
region? 
 
The research questions identified are listed below and attempt to identify the organisational 
commitment, retention factors and overall satisfaction levels in the firm: 
RQ1:  What is the relationship between job satisfaction, organizational commitment, and 
intention to leave for employees in audit firms?  
RQ2:  What is the impact of the sub-groups identified as employment type and organization 
on job satisfaction, organisational commitment and the intention to leave? 
RQ3:  What are the most important items and factors affecting the retention cognitions of 
knowledge workers?  
RQ4:  What is the relationship between the demographical variables and the factors affecting 
the retention cognitions of the employees? 
 
The research questions above were arrived at after a thorough literature review where it became 
evident that retention factors have a strong correlation to job satisfaction, organisational commitment 
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and turnover.  This is particularly related to that of knowledge workers due to the majority population 
selected for this study being knowledge workers.     
 
3.5  RESEARCH DESIGN 
The design used during the investigation is described in this section.  A literature study was conducted 
to reveal methods that could be used to implement talented employee retention strategies, to 
discover the relationship between job satisfaction and retention or intention to leave, as well as the 
relationship between organisational commitment, job satisfaction and retention strategies.   
 
The researcher chose the survey method to conduct the investigation.  According to Collins and 
Hussey (2003) in Gatyeni (2008), in this methodology a sample is studied to make deductions about 
the population.  The general research approach that was adopted is quantitative.  A survey was 
conducted in two organisations with information collected through self-administered questionnaires 
facilitated through the Human Resources department in each organisation.   
 
An empirical study was conducted in the form of questionnaires conducted in a controlled 
environment to ensure participants were not pressurised whilst completing the questionnaire.  The 
questionnaire was drawn up by the researcher and all employees (permanent and fixed term 
contractors) were requested by the researcher to participate in the investigation. 
 
3.6  POPULATION AND SAMPLE SELECTION 
The organisations selected for this research are two auditing firms in the Port Elizabeth areas of 
similar size and structure.  This study focused on the permanent and fixed term employees in each 
firm, getting a one hundred percent return from both organisations to ensure a true reflection of the 
employees.  The organisations in total employ approximately two hundred and eighty-seven 
employees and all employees were asked to participate in the research.  The fixed term employees 
are employees who are on a contract in order to complete their training programme to become a 
qualified chartered accountant.  For the duration of this contract these contract or fixed term 
employees are referred to as clerks or trainee accountants. 
 
The organisations are both medium size firms in Port Elizabeth with auditing as the major function.  
Both organisations have several other functions such as bookkeeping, taxation, wills and estates and 
general administration functions.  All of these categories are classed as highly skilled positions and 
therefore places pressure on the organisations to attract and retain top talent from a small talent pool.   
 
The population consists of all employees in two auditing firms in the Eastern Cape region.  During the 
round of self-administered questionnaires, all two hundred and eighty seven (287) staff members 
from the two firms were requested to complete questionnaires. 
 
43 
 
 
Initially the researcher approached five auditing firms in the Port Elizabeth region, with two 
responding strongly to the initial request.  The two firms responding were of similar size and structure 
and therefore the researcher felt it would be sufficient to discover a true reflection of retention 
factors, satisfaction and organisational commitment. 
 
Due to the small size of the selected organisations, the author ensured one hundred percent 
participation from all categories of employees.  Only the cleaning staff were excluded due to their 
services being sub-contracted out to an alternative employer and the minimum qualification recorded 
being a matric.   
 
3.7  MEASUREMENT INSTRUMENTS 
Questionnaires were designed as the measuring instrument.  The questionnaires were structured from 
the study of Sutherland and Jordaan (2004) referred to in chapter two.  The questions posed in each 
section seek to reveal whether the retention factors found in the Sutherland study are prevailing in 
the selected organisations as well as the level of organisational commitment and overall satisfaction in 
the organisations. 
 
There were two questionnaires in total which were worded for different categories of the respondents.  
The two categories were permanent employees and fixed term contract workers (see appendices).  
Standard questions were prepared in the qualitative section in order to ensure that the participants 
had ample opportunity to capture their thoughts.   
 
The first questionnaire, structured for permanent employees consisted of four sections, namely, 
sections A, B, C and D.   
 
Section A covered biographical data questions regarding gender, racial group, language spoken at 
home, occupational level, highest qualification, year of birth and length of service.  The reason for 
selecting these questions was for statistical reasons (gender, racial group, language, year of birth) 
and to differentiate between various levels in the organisation (occupational level, highest 
qualification).  A further reason was to differentiate between qualified staff and unqualified staff 
(highest qualification).  Year of birth and length of service was asked in order to determine the link 
between age and commitment levels, as well as length of service and commitment levels.   
 
Section B covered organisational commitment, job satisfaction, intention to leave, job mobility and 
how active the individual is in the job market.  This was done through five questions with scales for 
the individual to select.  The first question enquired how long the individual would like to stay with the 
organisation, the second question asked whether or not the individual is currently seeking alternative 
employment, the third question required participants to rate their current employer on a five point 
Likert scale from very dissatisfied to satisfied on six categories (nature of work, boss, peer relations, 
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pay, promotion opportunities and overall satisfaction at work).  The fourth question enquired about 
how committed they feel to the organisation and the last question asked the individual how easy it 
would be to find another job.     
 
Section C consists of a four point Likert scale ranging from unimportant to very important as 
recommended in Watkins (2006) and forty statements that ask the respondents to rate the 
importance of each item regarding their intention to stay with their current employer.   
 
Section D covered open ended questions to ensure the researcher grasps all elements of factors that 
attract and retain employees to the current organisation.   
 
The second questionnaire was almost a duplicate of the first one, however directed at fixed term 
contract workers.  Section A asked for the current year of contract instead of length of service at the 
organisation.  Section B changed the elements of organisational commitment to how long the 
respondent would like to work for the organisation, should an opportunity arise.  Section C remained 
exactly the same and section D was shortened by two questions.  These were the first two questions 
enquiring about why they left their previous employer and what could their previous employer have 
done to retain them.  The reason for removing these two questions was due to the fact that these 
employees are on fixed term contracts and therefore will not be on the same mental path as those 
who are permanently employed.   
 
For both questionnaires, the statements in section C were divided into seven factors.  These are 
organisational setting (questions 1 – 6), personal comfort (questions 7 – 14, 16, 37 and 39), 
egocentricity and challenge within the organisation (questions 15, 17, 19, 20, 21, 36 and 40), desire 
for career change (questions 23, 24 and 35), performance related rewards (questions 25 – 29 and 
38), independence (questions 18, 22, 30 and 31) and career development (questions 32 – 34).  In 
Section B the researcher further analysed an eighth factor of overall satisfaction which consisted of 
the first five items of the question on job satisfaction.   
 
The reason for setting two questionnaires is due to the nature of the staff complement of auditing 
firms.  The staff complement in each firm consists of permanent employees and trainee accountants 
who enter the firm on three, four, or five year contracts, known as articles, as part of the 
requirements to become a chartered accountant.  It is during this article programme that these 
employees are referred to as clerks or trainee accountants.  Once their articles are complete, the 
majority of the employees seek alternative employment whilst a small handful are offered a “post-
articles” employment contract, normally for one or two years.  It is highly unlikely that a further 
contract is offered after the post-articles contract since, should the employer want to retain this staff 
member, a permanent position is offered.  The staff on contracts have a limited time in the 
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organisation, therefore it was necessary to tailor the questionnaires slightly differently in order to 
allow the respondents to answer honestly and openly. 
 
On completion of designing the questionnaire, the questionnaire was pre-tested.  As a result of 
feedback, certain questions and instructions were re-worded to improve clarity and understanding.   
 
3.8  COLLECTION OF DATA 
On completion of the questionnaire design, staff complements in both organisations were divided into 
groups and invited to complete a questionnaire.  The groups consisted of each department then 
further divided into groups of twelve in order to fit into the room provided by the firm.  The 
researcher maintained a staff list to ensure 100% response and attendance.  Over a series of seven 
sessions, employees were invited to complete the questionnaire in their own time in a controlled 
environment without pressure of time or work.  As in Sutherland and Jordaan (2004), the 
questionnaires were administered using controlled lecture room conditions to ensure the 
standardisation of data gathering, to decrease non-response errors and increase response rates.  On 
completion of the questionnaire, staff were asked to place their questionnaire in the box provided at 
the front of the venue.  Once the instructions had been issued, the researcher left the room whilst the 
employees filled out the questionnaire to ensure the employees felt comfortable and knew that the 
researcher could not record the order in which questionnaires were dropped into the box. 
 
A total of two hundred and eighty seven questionnaires were distributed to participants.  The 
response rate for the survey is shown in table eight: 
 
Table 8:  Response rate for the survey 
Total Questionnaires Total Response Response rate 
287 287 100% 
 
3.9  CAPTURING AND EDITING OF DATA 
All the questionnaires received were captured into an excel spread sheet document.  The author made 
use of a data capturer from the Association of the Physically Disabled in order to ensure precise 
capturing due to time constraints, furthermore to create a job opportunity for a disabled individual.  
The questionnaires were numbered in terms of the type of questionnaire answered.  For permanent 
employees the questionnaires were numbered from 001 to 197 and for fixed term contract employees 
the questionnaires were numbered from 901 to 990.  The measures in place to minimise error were 
through designing a simple spread sheet that allowed for one answer per cell.  The data capturer was 
requested to fill in the letters BL for all answers not completed in the questionnaire and a Q for any 
queries the data capturer may have.  On completion of the capturing the researcher then reviewed 
the spread sheet to ensure that all answers with BL were in fact blank on the questionnaire and all 
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queries were resolved.  The researcher further randomly selected twenty questionnaires in order to 
check the accuracy of the data captured, which in all twenty cases was 100% accurate. 
 
The quality of the data captured was of high quality, with only three questionnaires being discarded 
by the researcher due to incompletion on a large scale. These three questionnaires were hardly 
completed and would not have a major impact on the findings of the study, therefore were discarded.   
 
3.10  DATA ANALYSIS 
The data captured was analysed with descriptive and inferential statistics with the assistance of a 
statistician.  The open ended questions section was summarised and analysed by the author as 
detailed in chapter four.  Different methods of data analysis were used to analyse the quantitative 
data.  The following section briefly discusses the different methods used for the different data 
collected.  
 
3.10.1  SURVEY QUESTIONNAIRE 
The data collected was captured and statistics computed in MS Excel. Where appropriate four group 
characteristics have been used for analysis; gender, employment category, age and marital status.  
Descriptive statistics included percentages, frequencies, means and standard deviations.  T-tests were 
used to determine the statistical differences based on sample means.  The level of statistical 
significance was set at α = 0.05 and the level of practical significations was determined using Cohen‟s 
d where:- 
Intervals Effect 
0.0<d<0.5 Small 
0.5<d<0.8 Moderate 
d<0.8 Large 
 
Cronbach‟s coefficient alpha was used to confirm the reliability of factor scores.  
The data collected from the open ended questions was coded in order to create data that could be 
analysed; the process involves identifying similar responses from the  questionnaires then grouping 
them together.  Responses were allocated numbers according to the theme they belonged to.  The 
themes were then analysed into frequency counts and percentages.   
 
3.11  ETHICAL CONSIDERATIONS 
The researcher ensured that all the necessary steps were taken before beginning the research.  This 
included ensuring that all employees have signed consent forms and were fully aware of the research 
taking place (attached in appendix 2).   
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3.12  SHORT-COMINGS AND SOURCS OF ERROR 
One limitation of the study was confidentiality within the audit firms consulted.  As a current employee 
of a medium sized audit firm, obtaining access to sensitive data was a challenge due to the 
competitive nature of the industry and the firms.   A further limitation was time constraints.  The 
nature of the work in audit firms is very target and dead line driven with all audit firms operating 
strictly under the belief of “time wasted is money lost”.  Therefore it was a challenge to convince 
senior management of the potential effectiveness of the study, especially with a yearend approaching 
for one of the firms.  Senior management commitment was essential for this study as the staff must 
be allowed time to complete the questionnaire.  A further challenge regarding time constraints was 
that both firms had decided not to give performance bonuses for the current year.  Therefore the 
questionnaires had to be completed before this news was broken to staff in order to ensure a clear 
result, not a result skewed by the negative impact of no bonuses due to poor profit performance.   
 
The audit firms expressed concern in that they did not want each other to know the levels of 
satisfaction/dissatisfaction and commitment/non-commitment in their firms due to the high level of 
competition in recruitment and business.  However, the researcher committed to a confidentiality 
clause of not revealing this information to either firm, to only reflect on each firms result in the study 
without naming either firm.  This is practical to do due to the fact that most audit firms in Port 
Elizabeth have roughly the same number of staff members employed and both organisations agreed 
to not be informed of who else took part in the study in order to not identify results with firms.     
 
In this chapter the methodology used to gather the information for the research was discussed.  In 
chapter four the results from the survey and the qualitative section will be analysed to determine 
whether the characteristics of staff retention, satisfaction and organisational commitment are 
prevailing at the selected company.    
  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CHAPTER 4 
Results, Presentation and Discussion 
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4.1  INTRODUCTION 
This chapter presents the results obtained from the self-administered questionnaires. The research 
questions identified in Chapter three will be answered through descriptive and inferential statistics. 
 
4.2  SAMPLE PROFILE 
The demographic data supplied for the sampled population is similar in both versions of the 
questionnaire.  It is important to remember that the population was divided into permanent 
employees and fixed term contract employees.  Therefore the employees on fixed term contracts 
could not have the exact same questionnaire due to the fact that the time in the company is limited to 
the length of their contract, whereas for permanent employees this is not the case.  Both 
questionnaires covered the following demographic data:  gender, racial group, language spoken at 
home, occupational level, educational level, year of birth and name of organisation.  The difference 
came in with permanent employees which included length of service, versus fixed term contractors 
which included the year of current contract.   
 
The race category was that was divided into four categories in the questionnaire is combined to form 
two sub categories for reporting purposes.  The race groups of colour were combined as per the 
definition in the Employment Equity Act.  Therefore the black category holds all African, Coloured and 
Indian staff and the white category hold only white staff. 
 
The educational level in the questionnaire was divided into eight categories, however due to low 
responses to some of the categories they have been combined for reporting purposes into 
matriculation, diploma, degree and higher degree.  Degree refers to bachelor‟s degree and B-tech and 
higher degree refers to honours, M-tech, masters and doctorate. 
 
For the fixed term contract employees, the year of contract section was changed from five categories 
to three by grouping the last two categories into one of three to five years.  For permanent employees 
the length of service question was divided into four categories.  These were less than four years, five 
to nine years, ten to nineteen years and over twenty years. 
 
Both questionnaires asked the respondents for their year of birth in order to determine their age.  For 
the purpose of reporting, three categories were created, namely;  twenty to thirty nine years of age, 
forty to fifty nine years of age and sixty to sixty six years of age. 
 
Finally, employees were asked for the name of their organisation, for the purpose of confidentiality 
these were converted into two other names to protect the organisations.  These are company one and 
company two. 
 
50 
 
 
Table 9:  Profile of employees 
Demographic information of sampled population 
n=284 
Frequencies 
(f) 
Percentages 
(%) 
Type 
Permanent 197 69% 
Fixed Term Contract 87 31% 
Gender 
Male 94 33% 
Female 190 67% 
Race 
Black 118 42% 
White 164 58% 
Language spoken 
at home 
Xhosa 21 7% 
English 132 47% 
Afrikaans 119 42% 
Other 11 4% 
Occupational level 
Clerk 129 46% 
Admin 72 26% 
Management 24 9% 
Other  55 20% 
Educational level 
Matriculation 87 31% 
Diploma 33 12% 
Degree 100 35% 
Higher Degree 63 22% 
Qualifying exams 
Board 1 21 8% 
Board 2 27 9% 
Year of contract 
(fixed term 
contract) 
1st year 32 37% 
2nd year 23 26% 
 3rd - 5th year 32 37% 
Length of service 
(permanent 
employees) 
Less than 4 years 89 46% 
5 - 9 years 51 26% 
10 - 19 years 32 17% 
Over 20 years 21 11% 
Age 
20 - 39 years 212 77% 
40 - 59 years 50 18% 
60 - 66 years 12 4% 
Organisation 
Company 1 133 47% 
Company 2 151 53% 
 
All staff were required to complete a questionnaire to ensure 100% response rate from employees.  
As depicted in table 9 above, the type of employee ratio of 69% permanent and 31% fixed term 
contract and gender ratio of 67% female and 33% male were determined by the population of both 
organisations.  The sample is majority white (58%) with English (47%) and Afrikaans (42%) being the 
most common language spoken at home (summated score of 89%).  The main occupational level was 
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that of clerk (46%) and administration (26%) and 57% of the population hold a university 
qualification in that 35% hold a degree and 22% hold a higher degree.  The bulk of the fixed term 
contract workers (63%) are in the first two years of their contract with 37% in their first year and 
26% in their second year.  The majority of the permanent employees have worked for the 
organisations for less than ten years in that 46% have worked for less than four years and 26% have 
worked for five to nine years (adding up to 72%).  The majority of the population are between the 
ages of 20 and 39 with 77% of the employees falling into the category.  Almost half the population 
(47%) works for company one, with the remaining half working for company two (53%) and 9% of 
the population are qualified by passing both board exams. 
 
There is an important sub-group in the study that is reflected in table ten below in a sample profile by 
employment (permanent and fixed). 
 
The demographics reveal that company one has 74% permanent employees and 26% fixed term 
contract employees, and company two has 65% permanent employees and 35% fixed term contract 
workers.  Therefore, company two has a higher percent percentage of full time employees than 
company one.  
 
Table ten below shows that in the gender category, only 24% of the permanent employees are male 
and 76% are female, as opposed to 54% and 46% respectively of the fixed term employees. 
 
Permanent employees are 62% white whilst fixed term contract employees are 48% white.  Majority 
of the fixed term contracts are in the occupational category of clerks (97%) which is expected as most 
of the fixed term contracts are trainee accountants completing their articles.  The permanent 
employees have 40% of the group with a matriculation as their highest qualification, and 43% (25% 
+ 18%) of the group with a degree (25%) or higher degree (18%), whereas 90% (59% + 31%) of 
fixed term contracts have a tertiary degree with 59% holding a degree and 31% holding a higher 
degree.   
 
The final major difference in table ten is that 100% of the fixed term contract workers are in the age 
category of 20 – 39 years, whereas the permanent employees are distributed as 67% (20 – 39 years), 
27% (40 – 59 years) and 6% (60 – 66 years).   
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Table 10:  Profile by employment contract 
 
Permanent n=197 Fixed n=87 
(f) (%) (f) (%) 
Organisation 
Company 1 n=133 99 50 34 39 
Company 2 n=151 98 50 53 61 
Gender 
Male 47 24 47 54 
Female 150 76 40 46 
Race 
Black 74 38 44 52 
White 123 62 41 48 
Language spoken 
at home 
Xhosa 14 7 7 8 
English 85 43 47 55 
Afrikaans 97 49 22 26 
Other 1 1 10 12 
Occupational level 
Clerk 45 23 84 97 
Admin 72 37 0 0 
Management 23 12 1 1 
Other  53 27 2 2 
Educational level 
Matriculation 79 40 8 9 
Diploma 32 16 1 1 
Degree 49 25 51 59 
Higher Degree 36 18 27 31 
Qualifying exams 
Board 1 8 4 14 8 
Board 2 18 9 10 9 
Year of contract 
(fixed term 
contract) 
1st year N/A N/A 32 37 
2nd year N/A N/A 23 26 
 3rd - 5th year N/A N/A 32 37 
Length of service 
(permanent 
employees) 
Less than 4 years 89 46 N/A N/A 
5 - 9 years 51 26 N/A N/A 
10 - 19 years 32 17 N/A N/A 
Over 20 years 21 11 N/A N/A 
Age 
20 - 39 years 126 67 87 100 
40 - 59 years 50 27 0 0 
60 - 66 years 12 6 0 0 
 
4.3  RESEARCH QUESTIONS ONE AND TWO 
This section will answer the first two research questions: 
RQ1:  What is the relationship between job satisfaction, organizational commitment, and 
intention to leave for employees in audit firms?  
RQ2:  What is the impact of the sub-groups identified as employment type and organization 
on job satisfaction, organisational commitment and the intention to leave? 
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4.3.1  WHAT IS THE INTENTION TO STAY OF THE POPULATION? 
The respondents were asked to indicate their intention to stay with their current organisation by 
showing how long they intend to work for the current organisation. The questionnaire broke down this 
question into six sub categories, however for the purpose of reporting the first two categories of less 
than six months and six months to one year were combined into one category named less than one 
year.  This is represented in table 11 as the whole population first to give an indication of the general 
trend. 
 
Table 11:  Intention to stay across entire population n=283 
Years Frequency (f) Percentages (%) Accumulative 
< 1 year 40 14% 14% 
1 to 2 years 71 25% 39% 
3 to 5 years 97 34% 73% 
6 years plus 32 12%  
Until I retire 43 15%  
 
Table 11 indicates the high mobility of the population in that 39% of the group intend leaving the 
organisations within two years and a further 34% within five years with an accumulative total of 73%.  
The intention to stay data can then be broken down into each company surveyed, as well as the 
permanent employees and fixed contract employees.  For the purposes of reporting the subcategories 
one and two were combined again to report as less than two years.  
 
Table 12:  Intention to stay by permanent versus contract employees for entire population n=283 
Years 
Permanent n = 197 Contract n =86 
 (f) (%) Accumulative  (f)  (%) Accumulative 
Less than 2 years 69 35 35 42 49 49 
3 to 5 years 57 29 64 40 47 96 
6 years plus 30 15  2 2  
Until I retire 41 21  2 2  
 
The notable difference shown in table 12 between permanent and contract employees is that 35% of 
permanent employees intend to stay with the organisation for less than two years and 64% of the 
permanent employees intend to stay for less than five years.  However, 96% of the contract 
employees intend to stay for less than five years (which is expected as they are on contract).   
 
The difference in intended mobility patterns between permanent and contract employees is 
statistically significant (Chi-square 30.28, df=1, p=.0000).   
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Table 13:  Intention to stay by company one and company two (n=283) 
 Company 1 n= 133 Company 2 n = 150 
Years Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Less than 2 years 42 32 69 46 
3 to 5 years 51 38 46 31 
6 years plus 15 11 17 11 
Until I retire 25 19 18 12 
 
Table 13 shows that the majority of employees in company one (70%) intend to leave within five 
years and the majority of employees in company two (77%) intent to leave within five years.  The 
difference in intended mobility patterns between company one and company two is not statistically 
significant (Chi-square 1.64, df=1, p=.1996).   
 
Table 14:  Intention to stay by permanent employees per organisation 
Permanent Employees 
Years 
Company 1 n=99 Company 2 n = 98 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Less than 2 years 29 29 40 41 
3 to 5 years 31 32 26 27 
6 years plus 14 14 16 16 
Until I retire 25 25 16 16 
 
The main difference from the table above is that in company two the majority of permanent 
employees (41%) intend on staying with the organisation for less than two years.  In company one, 
the majority of permanent employees (32%) intend staying for three to five years.  
 
Table 15:  Intention to stay by contract employees per organisation 
Contract Employees 
Years 
Company 1 n=34 Company 2 n = 52 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Less than 2 years 13 38 29 56 
3 to 5 years 20 59 20 38 
6 years plus 1 3 1 2 
Until I retire 0 0 2 4 
 
The notable difference from the table above is that in company two the majority of contract 
employees (56%) intend on staying with the organisation for less than two years.  In company one, 
the majority of contract employees (59%) intend staying for three to five years.  
 
A further difference to note is between permanent and contract staff in each company.  In company 
one, majority of permanent (table 14) and contract staff (table 15) intend to stay with the company 
for three to five years (32% and 59% respectively).  However, in company two, majority of 
permanent (table 14) and contract staff (table 15) intend to stay with the company for less than two 
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years (41% and 56% respectively).  This shows that company two could expect a higher turnover 
after two years, whereas company one can expect a higher turnover after three to five years. 
 
4.3.2  WHAT IS THE JOB MOBILITY OF THE POPULATION? 
The respondents were asked how often they are currently seeking alternative employment to indicate 
their job mobility in the job market.  The tables to follow review the entire population, compare 
permanent and fixed employees and then compare company one and company two.   
 
Table 16:  Job Mobility of employees by entire population n=284 
Category Frequencies (f) Percentages (%) 
Not looking 161 57% 
Occasionally looking 101 36% 
Continuously looking 22 8% 
 
The majority in table 16 are not seeking alternative employment with 57% falling into the “not 
looking” category.  The job mobility data can then be broken down into each company surveyed, as 
well as the permanent employees and fixed contract employees. 
 
Table 17:  Job mobility by permanent versus contract employees for entire population n=284 
Category 
Permanent n = 197 Contract n =87 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not looking 99 50 62 71 
Occasionally looking 81 41 20 23 
Continually looking 17 9 5 6 
 
For both permanent and contract workers the majority of permanent (50%) and contract (71%) are 
not looking for alternative employment as indicated in table 17.  However, a considerable number of 
permanent employees (41%) are occasionally looking.  The difference in alternative employment 
seeking behaviour between the two groups is statistically significant (Chi-square = 10.85, df=1, 
p=.001).   
 
Table 18:  Job mobility by company one and company two n=284 
Category 
Company 1 n= 133 Company 2 n = 151 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not looking 80 60 81 54 
Occasionally looking 47 35 54 36 
Continually looking 6 5 16 10 
 
Table 18 shows that both companies have majority of employees not looking for alternative 
employment, however, company one has a higher percentage (60%) as opposed to company two of 
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54%.  However, the difference in alternative employment seeking behaviour between company one 
and company two is not statistically significant (Chi-square 1.21, df=1, p=.269). 
 
Table 19:  Job mobility by permanent employees per organisation n=197 
Permanent Employees 
Category 
Company 1 n=99 Company 2 n = 98 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages (%) 
Not looking 53 54 46 47 
Occasionally looking 41 41 40 41 
Continually looking 5 5 12 12 
 
As reported above, the majority of the permanent employees in both organizations are currently not 
looking for alternative employment.   
 
Table 20:  Job mobility by contract employees per organisation n=87 
Contract Employees 
Category 
Company 1 n=34 Company 2 n = 53 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not looking 27 79 35 66 
Occasionally looking 6 18 14 26 
Continually looking 1 3 4 8 
 
The majority of contract employees shown in table 20 are not looking for employment with company 
one being higher than company two (79% and 66% respectively).  In both companies, the majority of 
permanent staff members are not looking for alternative employment, however the category of 
occasionally looking is not far off from the first with 54% not looking and 41% occasionally looking in 
company one and 47% not looking and 41% occasionally looking in company two.  It is not surprising 
that majority of the fixed term contract employees are not looking for alternative employment.  With 
the contractual obligation that employees have when completing a contract this is not a surprising 
result.  A worrying factor for management is the high percentage of permanent staff occasionally 
looking for alternative employment.   
 
4.3.3  WHAT ARE THE SATISFACTION LEVELS OF THE POPULATION? 
The respondents were asked to rate their organisation on a five point Likert scale along six categories 
from very dissatisfied to very satisfied.  For the purposes of reporting, the first two Likerts will be 
grouped into one category of dissatisfied, and the last two will be grouped into one category of 
satisfied.   
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Table 21:  Satisfaction levels for entire population n=284 
Category 
Dissatisfied Neutral Satisfied 
f % f % f % 
Nature of work n=283 33 12 58 20 192 68 
Boss n=284 41 14 49 17 194 68 
Peer relations n=284 18 6 52 18 214 75 
Pay n=284 76 27 107 38 101 36 
Promotion opportunity 
n=284 93 33 102 36 89 31 
 
The results above show that the majority of the population are satisfied with the nature of their work 
(68%), the boss (68%) and peer relations (75%).  It is interesting to note that despite high levels of 
satisfaction with work, their boss, and peers, the estimated future length of service is extremely low 
as found in table 11 where the accumulative total of employees are intending to stay with the 
organization for less than five years (73%).  However, this could be due to the fact that only 
approximately a third are satisfied with pay (36%) and promotional opportunities (31%).   
 
The tables to follow have all the percentage columns highlighted for the only purpose of creating ease 
of reading to identify figures.   
 
Table 22:  Satisfaction levels by permanent versus contract employees for entire population n=284 
Category 
Permanent n=197 Contract n=87 Chi-Square Test 
Dissatisfied Neutral Satisfied Dissatisfied Neutral Satisfied 
f % f % f % f % f % f % Chi df p 
Nature of 
work Perm 
n=196 25 13 40 20 131 67 8 9 18 21 61 70 
.157 1 .9968 
Boss 37 19 32 16 128 65 4 5 17 20 66 76 .532 1 .4654 
Peer 
relations 15 8 40 20 142 72 3 3 12 14 72 83 
2.13
0 
1 .1444 
Pay  54 27 70 36 73 37 22 25 37 43 28 32 .625 1 .4292 
Promotion 
opportunity 69 35 66 34 62 31 24 28 36 41 27 31 
.005 1 .9416 
 
The table above shows that majority of both permanent and contract employees are satisfied with 
nature of work (67% and 70%), their boss (65% and 76%) and peer relations (72% and 83%).  The 
difference in satisfaction levels between permanent and contract employees for the three categories 
nature of work, boss and peer relations is not statistically significant (see results of Chi-tests table 22).  
However, both permanent and contract employees experience less satisfaction with pay (37% and 
32% respectively) and promotion opportunities (31% and 31% respectively).  The difference between 
permanent and contract employees is not statistically significant (see results of Chi-tests table 22).   
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Table 23:  Satisfaction levels by company one and company two n=284 
Category 
Company 1 n=133 Company 2 n=151 Chi-Square 
Test 
Dissatisfied Neutral Satisfied Dissatisfied Neutral Satisfied 
f % F % F % f % f % f % Chi df p 
Nature of work 6 5 33 25 94 71 27 18 25 17 98 65 
2.2
36 
1 .13
47 
Boss 11 8 20 15 102 77 30 20 29 19 92 61 
0.7
88 
1 .37
45 
Peer relations 5 4 24 18 104 78 13 9 28 19 110 73 
0.2
187 
1 .64
00 
Pay  19 14 55 41 59 44 57 38 52 34 42 28 
8.4
48 
1 .00
37 
Promotion 
opportunity 27 20 55 41 51 38 66 44 47 31 38 25 
5.7
09 
1 .01
69 
 
In the table 23 above the majority of employees in company one and company two are satisfied with 
nature of work, boss and peer relations.  The difference in satisfaction levels between Company one 
and company two for these three aspects is not statistically significant ( see results of chi-tests Table 
23). 
In both company one and company two employees experience less satisfaction with pay and 
promotional opportunities. however, the levels of dissatisfaction are higher in company two than 
company one for both of these aspects. The difference between the two companies is statistically 
significant (see results of chit-tests in Table 23 above).  
 
Table 24:  Satisfaction levels by permanent employees per organisation n=197 
Permanent 
Category 
Company 1 n=99 Company 2 n=98 
Dissatisfied Neutral Satisfied Dissatisfied Neutral Satisfied 
f % f % f % F % f % f % 
Nature of work 4 4 26 26 69 70 21 22 14 14 62 64 
Boss 10 10 16 16 73 74 27 28 16 16 55 56 
Peer relations 5 5 22 22 72 73 10 10 18 19 70 71 
Pay  13 13 41 41 45 45 41 42 29 30 28 28 
Promotion 
opportunity 24 24 41 41 34 34 45 46 25 26 28 28 
 
In table 24 the permanent employees per the organizations are satisfied with the nature of work 
(70% and 64%), the bosses (74% and 56%) and peer relations (73% and 71%).  While both 
company one and company two express less satisfaction with pay and promotional opportunities than 
the other three categories, the satisfaction levels of company two on pay and promotional 
opportunities are lower than for company one.   
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Table 25 below reveals the fixed term contract employees for company one and two show that they 
are satisfied with the nature of work (74% and 68%) their boss (85% and 70%) and peer relations 
(94% and 75%). While both company one and company two express less satisfaction with pay and 
promotional opportunities the satisfaction levels for company two are lower than for company one.  
 
Table 25:  Satisfaction levels by contract employees per organisation n=87 
Contract 
Category 
Company 1 n=34 Company 2 n=53 
Dissatisfied Neutral Satisfied Dissatisfied Neutral Satisfied 
f % f % f % F % f % f % 
Nature of work 2 6 7 21 25 74 6 11 11 21 36 68 
Boss 1 3 4 12 29 85 3 5 13 25 37 70 
Peer relations 0 0 2 6 32 94 3 6 10 19 40 75 
Pay  6 18 14 41 14 41 16 30 23 43 14 27 
Promotion 
opportunity 3 9 14 41 17 50 21 40 22 41 10 19 
 
 
4.3.4  OVERALL SATISFACTION 
The overall satisfaction was treated as a summated score of the five different satisfaction categories 
discussed above and will be expanded below.  Cronbach‟s Coefficient alpha is a determinant of the 
reliability of the summated score.  Summated scores with an alpha score above 0.7 are considered 
acceptable.   
 
Table 26:  Cronbach‟s Coefficient alpha for overall satisfaction 
Factor Cronbach’s Alpha Mean SD  
SF Overall Satisfaction 0.70 3.47 0.65 
 
The table above shows that overall satisfaction is acceptable as it is 0.70.   
Table 27 below shows the ANCOVA for  overall satisfaction.  It is evident that employment type, 
organization and age impact overall satisfaction though in each instance the impact is small. 
 
Table 27:  Univariate Analysis of Co-Variance - Overall Satisfaction 
  F D.F. p d 
PermFixed 8.142 1; 261 .005 0.20 small 
Gender 0.100 1; 261 .752   
Race 0.385 1; 261 .535   
Occupational Level 1.194 3; 261 .312   
Highest Qualification 0.401 3; 261 .753   
Organisation 17.703 1; 261 .000 0.45 small 
Age 5.817 1; 261 .017   
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Table 28:  Impact of organisation and employment type on overall satisfaction 
Factor Company 1  
n=133 
Company 2  
n=151 
Permanent  
n=197 
Contract 
n=87 
SF Mean SD Mean SD Mean SD Mean SD 
Overall 
Satisfaction 
3.62 0.59 3.33 0.66 3.43 0.70 3.56 0.50 
 
Table 28 shows that company one (M=3.62, SD=0.59) has higher overall satisfaction levels than 
company two (M=3.33, SD=0.66).  It further shows that contract workers (M=3.56, SD=0.50) are 
more satisfied than permanent workers (M=3.43, SD=0.70).   
 
The figure below shows the relationship between overall satisfaction and age. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2:  Impact of age on overall satisfaction 
 
Figure 2 indicates that as the population gets older, their overall satisfaction levels increase.   
 
4.3.5  WHAT ARE THE COMMITMENT LEVELS OF THE POPULATION? 
Employees were asked how committed they are in furthering the goals of their organisation on a four 
point Likert scale from not committed to totally committed, in order to show their levels of 
organisational commitment.  This is  reported for the total population and then broken down into fixed 
term contractors and permanent employees per organisation. 
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Table 29:  Commitment levels for the entire population n=284 
Category Frequencies (f) Percentages (%) 
Not Committed 18 6% 
Slightly Committed 64 23% 
Very Committed 123 43% 
Totally Committed 79 28% 
 
The total population in table 29 reveals that majority of employees are very and totally committed to 
achieving the organisation‟s overall goals (71%).  In comparing the results it becomes clear that 
despite 71% (43% + 28%) of the population seeing themselves as being very or totally committed to 
the organisation, these employees do not anticipate staying in the organisation for a long period of 
time.   
 
Table 30:  Commitment levels by permanent versus contract employees for entire population n=284 
Category 
Permanent n = 197 Contract n =87 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not Committed 14 7 4 5 
Slightly Committed 48 24 16 18 
Very Committed 84 43 39 45 
Totally Committed 51 26 28 32 
 
The results show that the majority of permanent employees (69%) (43% + 26%) and contract 
employees (77%) (45% and 32%) are very committed to furthering the organisation‟s goals as shown 
in table 30.  The difference in commitment levels between permanent and contract employees is not 
statistically significant (Chi-square 1.191, df=1, p.2751).   
 
Table 31:  Commitment levels by company one and company two n=284 
Category 
Company 1 n=133 Company 2 n=151 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not Committed 12 9 6 4 
Slightly Committed 39 29 25 17 
Very Committed 46 35 77 51 
Totally Committed 36 27 43 28 
 
The majority of company one (62%) and company two (79%) are very and totally committed to 
furthering the organisation‟s goals.  These figures are attained by adding the last two percentages for 
company one and company two respectively in table 31.  The difference in commitment levels is not 
statistically significant (Chi-square = 0.699, df=1, p=.7914).   
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Table 32:  Commitment levels by permanent employees per organisation n=197 
Permanent 
Category 
Company 1 n=99 Company 2 n=98 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not Committed 8 8 6 6 
Slightly Committed 32 32 16 16 
Very Committed 33 33 51 52 
Totally Committed 26 26 25 26 
 
Table 32 show that for Company one  approximately 30% of permanent employees are very, totally or 
slightly committed (respectively) to achieve the organisation‟s goals.  Whereas, company two has a 
clear majority of 78% who are very and totally committed to achieving the organisation‟s goals.   
Table 33:  Commitment levels by contract employees per organisation n=87 
Contract 
Category 
Company 1 n=34 Company 2 n=53 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Not Committed 4 12 0 0 
Slightly 
Committed 
7 21 9 17 
Very Committed 13 38 26 49 
Totally Committed 10 29 18 34 
 
Table 33 shows that in both company one and company two the fixed term contract employees show 
that majority are very and totally committed to achieving the organisation‟s overall goals with 67% 
and 73% respectively.   
 
4.3.6  WHAT ARE THE PERCEPTIONS OF THE EASE OF FINDING ALTERNATIVE EMPLOYMENT? 
The questionnaire asked all permanent employees how easy it would be to find another job in the 
next six months.  All fixed term contract employees were asked how easy it would be to find another 
job at the end of their contract.  The question was asked as a four point Likert scale from extremely 
difficult to very easy. 
 
Table 34:  Perception of ease of finding alternative employment for entire population n=284 
Category Frequencies (f) Percentages (%) 
Extremely difficult 25 9% 
Difficult 141 50% 
Easy 105 37% 
Very easy 13 4% 
 
The majority of the population (59%) find it difficult and extremely difficult to find another job in the 
current job market as shown in table 34.   
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Table 35: Perception of ease of finding alternative employment by permanent versus contract 
employees for entire population n=284 
Category 
Permanent n = 197 Contract n =87 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Extremely difficult 22 11 3 4 
Difficult 107 54 34 39 
Easy 62 32 43 49 
Very easy 6 3 7 8 
 
Table 35 shows that the majority of permanent employees (65%) perceive that it would  be difficult to 
find alternative employment.  Contract employees are more optimistic indicating that 43% would find 
it difficult to find alternative employment.  The difference in perceptions as to the difficulty of finding 
alternative employment between the permanent and contract employees is statistically significant 
(Chi-square = 13.092, df=1, p=.0003).  
 
Table 36:  Perception of ease of finding alternative employment by company one and company two 
n=284 
Category 
Company 1 n=133 Company 2 n=151 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Extremely difficult 10 8 15 10 
Difficult 68 51 73 48 
Easy 49 37 56 37 
Very easy 6 4 7 5 
 
Table 36 shows that the majority of employees in both companies consider that it would be difficult to 
find alternative employment (59% and 58% respectively).  The difference in perceptions as to the 
difficulty of finding alternative employment between the employees of the two companies is not 
statistically significant (Chi-square 0.003, df=1, p=.9499).   
 
Table 37:  Perception of ease of finding alternative employment by permanent employees per 
organisation n=197 
Permanent 
Category 
Company 1 n=99 Company 2 n=98 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Extremely difficult 10 10 12 12 
Difficult 58 59 49 50 
Easy 28 28 34 35 
Very easy 3 3 3 3 
 
As shown in table 37, the majority of permanent employees in company one and two (69% and 72%) 
will find it difficult and extremely difficult to find alternative employment within the next six months. 
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Table 38:  Perception of ease of finding alternative employment by contract employees per 
organisation n=87 
Contract 
Category 
Company 1 n=34 Company 2 n=53 
Frequency 
(f) 
Percentages 
(%) 
Frequency 
(f) 
Percentages 
(%) 
Extremely difficult 0 0 3 6 
Difficult 10 29 24 45 
Easy 21 62 22 42 
Very easy 3 9 4 8 
 
The majority of employees in company one (71%) perceive that it will be easy and very easy to find 
another job after their current contract.  There is a relatively small difference (45% and 42%) of 
employees in company two with regards to finding work at the end of their contract.  Majority 
perceive it to be difficult (45%) and 42% perceive it to be easy as shown in table 38.   
 
4.3.7  DISCUSSION 
The discussion to follow answers the first two research questions.   
Research question 1: What is the relationship between job satisfaction, organisational commitment 
and intention to leave for employees in audit firms?  
 
The intention to leave data shows that the majority of the population intend to leave their 
organisation within five years.  This can be expected for the fixed term employees who are on 
contracts and therefore expect to leave the organisation, however the permanent staff figures should 
be of concern to management in that majority are wanting to leave within five years.  However, the 
majority of the population are currently not looking for alternative work even though they are not 
planning a lengthy service period.  Once again, this is not alarming for the fixed term workers, 
however, only half of the permanent population are not looking whereas the other half are either 
occasionally or continuously looking.  The population is satisfied with the nature of their work, the 
boss and peer relations.  However there is much less satisfaction with pay and promotional 
opportunities. .  The majority of the population is committed to achieving the organisation goals and 
find it difficult to find alternative employment. 
 
Research question one can therefore be answered as such.  The relationship between job satisfaction, 
organizational commitment and intention to leave for the population can be described as:  employees 
are satisfied with the nature of work, their boss and peer relations, however, are dissatisfied with pay 
and promotional opportunities.  The majority of employees do not intend to stay with their 
organization for longer than five years, however, are committed to achieving the organisation‟s goals.  
There is a perception of difficulty in finding alternative employment, and a number  of the permanent 
employees are occasionally seeking alternative employment whilst the majority of the contract 
employees are not.   
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Research question 2: What is the impact of the sub-groups identified as employment type and 
organisation on job satisfaction, organisational commitment and intention to leave?  
 
The impact of organization on job satisfaction reveals that employees in both organizations are 
satisfied with nature of work, boss and peer relations, however, are dissatisfied with pay and 
promotional opportunities.  Company two reveals a significantly greater dissatisfaction than those in 
company one with both pay and promotional opportunities. The impact of employment type shows 
that both permanent and fixed term employees are satisfied with nature of work, boss and peer 
relations, however, are less satisfied with pay and promotional opportunities.  
The impact of organisation on intention to stay shows that while a considerable number of employees 
in both companies intend to leave within five years that there is no difference between the two 
companies. The impact of employment type on intention to stay shows that while the majority of both 
permanent and contract employees intend to leave within five years (64% and 96% respectively) that 
significantly more contract employees hold this intention. 
The impact of organisation on organisational commitment show that majority of employees for both 
companies are committed to achieving the organisation‟s goals.  The impact of employment type on 
organisational commitment shows that both permanent and fixed term employees are very committed 
to achieving the goals of the organization.   
 
4.4  RESEARCH QUESTION THREE 
RQ3:  What are the most important items and factors affecting the retention cognitions of 
knowledge workers?  
 
4.4.1  RETENTION FACTORS 
In Section C of the questionnaire the respondents were asked to rate a list of forty items on the 
importance of staying with their current employer.  Each item was rated on a four point Likert scale 
from unimportant to very important.  There were seven major factors that the forty items fell under, 
namely; organisational setting (1), personal comfort (2), egocentricity and challenge within the 
organisation (3), desire for change in career (4), performance related rewards (5), independence (6) 
and career development (7). 
 
For the rest of the section the scale in the table below shows the level of importance that can be 
applied to the mean scores reported in the tables.   
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Table 39:  Scale of importance for mean scores 
Score Level of importance 
1.0 – 2.0 Not important 
2.1 – 2.9 Of little importance 
3.0 – 3.5 Important 
3.6 – 4.0 Very important 
 
Cronbach‟s alpha is a determinant of the reliability of the summated score.  Summated scores with a 
score above 0.7 are considered acceptable.  The alpha scores for each factor is given in Table 40 
below.   
 
Table 40:  Cronbach‟s Coefficient alpha 
Factors Cronbach’s 
alpha 
Mean  SD 
RF1 Organisational setting 0.89 3.04 0.65 
RF2 Personal comfort 0.86 2.98 0.53 
RF3 Egocentricity and challenge within the organisation 0.82 3.17 0.53 
RF4 Desire for change 0.78 2.42 0.81 
RF5 Performance related rewards 0.68 3.21 0.48 
RF6 Independence 0.73 3.13 0.60 
RF7 Career development 0.85 3.04 0.72 
 
The Cronbach Coefficient alpha‟s shown in table 40 are above the threshold value of 0.7 for all factors 
except factor five (performance related rewards).  The results for RF5 should therefore be treated 
with caution and considered as tentative.       
 
4.4.2  WHAT ARE THE ITEMS AND RETENTION FACTORS FOR THE POPULATION? 
Table 41:  Organisational setting 
Items Mean SD 
1 The organisation‟s strategy is clearly defined 2.78 0.84 
2 To feel proud of the reputation of the company 3.18 0.78 
3 To be satisfied with the general culture in the organisation 3.07 0.82 
4 The organisation has a well-designed and implemented performance appraisal system 2.88 0.84 
5 Good communication within the organisation 3.14 0.79 
6 A good relationship with the directors and senior management 3.18 0.82 
RF1 Organisational setting 3.04 0.65 
 
For the item of organisational setting in table 41, a good relationship with directors and senior 
management and to feel proud of the reputation of the company are most important with a mean 
score of 3.18.  Item 1 has the lowest mean score of 2.78 indicating it is of little importance.  The 
summated mean for the factor is 3.04 indicating it is relevant and important. 
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Table 42:  Personal comfort 
Items Mean SD 
7 To not feel stressed at work 3.13 0.85 
8 To be satisfied with the medical aid benefits  2.87 0.91 
9 The distance between home and work does not affect my quality of life  2.68 0.94 
10 It would be too uncomfortable to move to another job 2.29 0.92 
11 To have a good balance between  work and home life 3.08 0.87 
12 To have a sense of security that my job is not threatened 3.24 0.73 
13 
To have the right tools to do my job well (PCs, hardware, software applications, 
accessories) 
3.40 0.60 
14 To be accepted by the organisation for who I am 3.17 0.92 
16 To have my concerns are attended to  3.22 0.82 
37 To have well established social friendships at work 2.88 0.77 
39 To be satisfied with the amount of overtime worked 2.78 0.91 
RF2 Personal comfort 2.98 0.53 
 
For the item of personal comfort in the table above, the most important item is to have the right tools 
to do the job with a mean score of 3.4.  The least important item is that it would be too 
uncomfortable to move to another job with a score of 2.29 indicating it is of little importance.  The 
summated mean for the factor is 2.98 indicating it is of little importance. 
 
Table 43:  Egocentricity 
Items Mean SD 
15 To have my inputs, opinions and work produced respected    3.24 0.78 
17 To have sufficient skills and experience for the job at hand 3.23 0.69 
19 To feel very committed to the organization 3.03 0.76 
20 The organisation is well structured internally 2.91 0.80 
21 To be fairly rewarded relative to other employees 3.40 0.67 
36 
To have an open and honest two-way communication channel with my direct 
manager 
3.14 0.90 
40 To have a good relationship with my immediate boss 3.22 0.74 
RF3 Egocentricity 3.17 0.53 
 
Egocentricity in table 43 reveals the most important item is to be fairly rewarded relative to other 
employees with a mean score of 3.40 indicating important.  The least important item is item 20 with a 
score of 2.91 indicating it is of little importance.   The summated mean for the factor is 3.17 indicating 
it is important. 
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Table 44:  Desire for change 
Items Mean SD 
23 The need to change my field of work 2.53 0.96 
24 The  need  to work for a different type of company 2.57 0.92 
35 I intend to emigrate in the near future 2.16 1.05 
RF4 Desire for change 2.42 0.81 
 
All of the items in the table above have a mean below 2.9, indicating the factor is not a pressing 
factor for retention in the population and is of little importance.   
 
Table 45:  Performance related rewards 
Items Mean SD 
25 To have a competitive, market-related remuneration package 3.52 0.61 
26 To be satisfied with my net salary  3.61 0.56 
27 To be satisfied with the salary increases I have received 3.59 0.56 
28 To have a good chance of a promotion in the near future 3.17 0.88 
29 To receive a good job offer from another organization  2.95 0.89 
38 To have share options in the organization 2.42 1.02 
RF5 Performance related rewards 3.21 0.48 
 
In the table above, the most important item is to be satisfied with net salary with a score of 3.61 
indicating it is very important.  The least important item is to have share options in the organisation 
with a score of 2.42 indicating it is of little importance.  The summated mean for the factor is 3.21, 
indicating it is important.  
 
Table 46:  Independence 
Items Mean SD 
18 To be encouraged to be innovative and creative 2.98 0.85 
22 To have challenging and interesting work 3.12 0.76 
30 
To work in an environment that allows me a high level of autonomy and freedom to 
get the work done 
3.11 0.79 
31 To completely trust my manager 3.33 0.79 
RF6 Independence 3.13 0.60 
 
Table 46 reveals that to completely trust my manager is the most important with a score of 3.33 
indicating it is important, whereas to be encouraged to be innovative and creative scored the lowest 
at 2.98 indicating it is of little importance.  The summated mean is 3.13 indicating it is important.  
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Table 47:  Career development 
Items Mean SD 
32 To have many career development opportunities in my organisation 3.03 0.83 
33 The organisation provides training that is required to perform my job successfully 3.10 0.81 
34 To be aware of my career plan with my organization 2.99 0.84 
RF7 Career development 3.04 0.72 
 
The factor of career development in table 47 shows that the organisation providing training to 
enhance skills is most important with a score of 3.10 indicating it is important.  The lowest score is 
2.99 which is to be aware of the career plan in the organisation indicating it is of little importance.  
The summated score is 3.04 indicating it is important.   
 
Table 48:  Relative importance of the retention factors by population n=284 
Entire Population n=284 
Item Mean SD 
1 Organisational setting 3.04 0.65 
2 Personal comfort 2.98 0.53 
3 Egocentricity and challenge within the organisation 3.17 0.53 
4 Desire for change 2.42 0.81 
5 Performance related rewards 3.21 0.48 
6 Independence 3.13 0.60 
7 Career development 3.04 0.72 
 
The above table shows that factor five, performance related rewards, is of most importance with a 
mean score of 3.21 indicating it is important.  The least important factor is desire for change with a 
mean score of 2.42 indicating it is of little importance.   
 
Table 49:  Ten most important items for the entire population n=284 
Item Mean S.D. 
To be satisfied with my net salary  3.61 0.56 
To be satisfied with the salary increases I have received 3.59 0.56 
To have a competitive, market-related remuneration package 3.52 0.61 
To have the right tools to do my job well (PCs, hardware, software 
applications, accessories) 3.40 0.60 
To be fairly rewarded relative to other employees 3.40 0.67 
To completely trust my manager 3.33 0.79 
To have my inputs, opinions and work produced respected    3.24 0.78 
To have a sense of security that my job is not threatened 3.24 0.73 
To have sufficient skills and experience for the job at hand 3.23 0.69 
To have my concerns are attended to  3.22 0.82 
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The table above indicates that salary, increases and competitive remuneration packages are the most 
important three items in terms of the entire population. 
 
Table 50:  Ten least important factors for the entire population n=284 
Item Mean S.D. 
To have well established social friendships at work 2.88 0.77 
The organisation has a well-designed and implemented performance appraisal 
system 2.88 0.84 
To be satisfied with the medical aid benefits  2.87 0.91 
The organisation’s strategy is clearly defined 2.78 0.84 
To be satisfied with the amount of overtime worked 2.78 0.91 
The distance between home and work does not affect my quality of life  2.68 0.94 
The  need  to work for a different type of company 2.57 0.92 
The need to change my field of work 2.53 0.96 
To have share options in the organization 2.42 1.02 
It would be too uncomfortable to move to another job 2.29 0.92 
 
The table above shows that the items that are least important for the population as a whole includes 
social friendships at work and changing jobs or field of work.  This is in line with the fact that 
knowledge workers are employed to fulfil a specific need and are not concerned with being able to 
find another form of employment until it suits them.  The least important item is that it would be too 
uncomfortable to move to another job with a mean score of 2.29 showing it is of little importance.   
 
Table 51:  Ten most important items for company 1 n=133 
Item Mean S.D. 
To be satisfied with the salary increases I have received 3.58 0.55 
To be satisfied with my net salary  3.57 0.55 
To have a competitive, market-related remuneration package 3.55 0.53 
To completely trust my manager 3.45 0.56 
To have a good chance of a promotion in the near future 3.42 0.67 
To have my concerns are attended to  3.42 0.59 
To have my inputs, opinions and work produced respected    3.41 0.58 
To not feel stressed at work 3.40 0.58 
To be accepted by the organisation for who I am 3.38 0.66 
To feel proud of the reputation of the company 3.37 0.56 
 
Table 51 shows the top three important items for company one are the same as the entire population.  
What becomes interesting is that promotional opportunities, to not feel stressed at work, to be 
accepted in the organisation and to be proud of the reputation of the organisation come into the list 
and having the right tools for the job, job security, sufficient skills for the job at hand and a good 
relationship with immediate boss have fallen off the list. 
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Table 52:  Ten least important items for company 1 n=133 
Item Mean S.D. 
The organisation has a well-designed and implemented performance appraisal 
system 3.08 0.66 
To be satisfied with the amount of overtime worked 3.02 0.68 
The organisation is well structured internally 3.02 0.63 
The organisation’s strategy is clearly defined 2.97 0.66 
The distance between home and work does not affect my quality of life 2.95 0.78 
The need to change my field of work 2.81 0.79 
The  need  to work for a different type of company 2.79 0.86 
To have share options in the organization 2.74 0.86 
It would be too uncomfortable to move to another job 2.60 0.83. 
I intend to emigrate in the near future 2.58 0.99 
 
The table above shows that the least important items for company one is to emigrate in the near 
future (2.58) and being too uncomfortable to move jobs (2.60) indicating these items are of little 
importance.  
 
Table 53:  Ten most important items for company 2 n=150 
Item Mean S.D. 
To be satisfied with my net salary  3.64 0.56 
To be satisfied with the salary increases I have received 3.60 0.57 
To have the right tools to do my job well (PCs, hardware, software 
applications, accessories) 3.54 0.62 
To have a competitive, market-related remuneration package 3.49 0.67 
To be fairly rewarded relative to other employees 3.43 0.75 
To have a sense of security that my job is not threatened 3.26 0.85 
To completely trust my manager 3.23 0.94 
A good relationship with the directors and senior management 3.22 0.92 
To have sufficient skills and experience for the job at hand 3.21 0.81 
To have a good relationship with my immediate boss 3.19 0.89 
 
The top two important items remain salary and increases, however the third most important item for 
company two becomes having the right tools perform the job.  The item of having a good relationship 
with directors and senior management comes into the top ten and having concerns attended to falls 
off the list.  These findings are line with the literature in chapter two that knowledge workers want to 
be reimbursed for the specialised skills and knowledge they bring to the organisation and position.   
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Table 54:  Ten least important items for company 2 n=150 
Item Mean S.D. 
To have well established social friendships at work 2.69 0.88 
The organisation’s strategy is clearly defined 2.62 0.94 
To be satisfied with the amount of overtime worked 2.56 1.03 
To be satisfied with the medical aid benefits 2.52 0.94 
The distance between home and work does not affect my quality of life 2.45 1.01 
The  need  to work for a different type of company 2.37 0.98 
The need to change my field of work 2.28 1.03 
To have share options in the organization 2.15 1.06 
It would be too uncomfortable to move to another job 2.01 0.90 
I intend to emigrate in the near future 1.79 0.97 
 
The least important factors for company two as shown in the table above are the same as the 
company 1 in that intention to emigrate (1.79) and too uncomfortable to move to another job (2.01) 
are the lowest mean score.  The score of 1.79 indicates it is of no importance to the employees in 
company two.   
 
Table 55:  Ten most important items for permanent employees n=197 
Item Mean S.D. 
To be satisfied with the salary increases I have received 3.56 0.56 
To be satisfied with my net salary 3.56 0.56 
To have a competitive, market-related remuneration package   3.45 0.60 
To be fairly rewarded relative to other employees 3.44 0.66 
To have the right tools to do my job well (PCs, hardware, software 
applications, accessories) 3.37 0.62 
To completely trust my manager 3.29 0.80 
To have a sense of security that my job is not threatened 3.24 0.76 
To have my inputs, opinions and work produced respected    3.18 0.81 
To have sufficient skills and experience for the job at hand 3.17 0.67 
To have a good relationship with my immediate boss 3.17 0.78 
 
In the table above the top two important items remain salary and increases at a mean score of 3.56 
indicating these items are important.  Other important items on the list include having job security and 
the right tools and skills to do the job, this is not surprising to be in the top ten for permanent 
employees.  These findings are line with the literature in chapter two that knowledge workers want to 
be reimbursed for the specialised skills and knowledge they bring to the organisation and position.   
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Table 56:  Ten least important items for permanent employees n=197 
Item Mean S.D. 
To have well established social friendships at work 2.79 0.75 
The organisation has a well-designed and implemented performance 
appraisal system 2.79 0.82 
The organisation’s strategy is clearly defined 2.72 0.83 
To be satisfied with the amount of overtime worked 2.66 0.90 
The distance between home and work does not affect my quality of life 2.61 0.94 
The need to change my field of work 2.48 0.98 
The  need  to work for a different type of company 2.46 0.91 
To have share options in the organization 2.24 0.99 
It would be too uncomfortable to move to another job 2.23 0.92 
I intend to emigrate in the near future 1.93 0.98 
 
The least important factors for company two as shown in the table above are the same as the 
company 1 in that intention to emigrate (1.93) and too uncomfortable to move to another job (2.23) 
are the lowest mean score.  The score of 1.93 indicates it is of no importance to the permanent 
employees.   
 
Table 57:  Ten most important items for fixed term employees n=86 
Item Mean S.D. 
To be satisfied with my net salary 3.71 0.55 
To have a competitive, market-related remuneration package 3.67 0.60 
To be satisfied with the salary increases I have received 3.64 0.57 
To have the right tools to do my job well (PCs, hardware, software 
applications, accessories) 3.48 0.55 
To have my concerns are attended to 3.45 0.68 
To completely trust my manager 3.41 0.76 
To have my inputs, opinions and work produced respected    3.38 0.72 
To be accepted by the organisation for who I am 3.37 0.79 
To have sufficient skills and experience for the job at hand 3.36 0.71 
To have a good chance of a promotion in the near future 3.33 0.86 
 
The top three important items in the table above are salary, competitive packages and increases 
respectively.  Having the right tools and experience to do the job and trust for managers feature as 
important items as well as good chance of promotion.   
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Table 58:  Ten least important items for fixed term employees n=86 
Item Mean S.D. 
To have well established social friendships at work 3.08 0.78 
To be satisfied with the amount of overtime worked 3.03 0.89 
To be satisfied with the medical aid benefits 2.99 0.85 
The organisation’s strategy is clearly defined 2.93 0.83 
The distance between home and work does not affect my quality of life 2.85 0.94 
To have share options in the organization 2.84 0.95 
The  need  to work for a different type of company 2.80 0.90 
I intend to emigrate in the near future 2.68 1.03 
The need to change my field of work 2.64 0.90 
It would be too uncomfortable to move to another job 2.43 0.91 
 
The least important factors for fixed term employees in the table above are too uncomfortable to 
move to another job (2.01) and the need to change the field of work (2.64).  This is expected due to 
the fact these staff members are on a contract and therefore to change work or move to another job 
would not be important at this point.   
 
4.4.3  DISCUSSION 
This section discussed the important variables (items) and factors affecting the retention cognitions of 
the employees.  In order to do this, each retention factor was looked at with the relevant importance 
of each item within each factor.  The top ten most important and least important by the entire 
population, then by organisation and finally by employment type was then reviewed.   
 
What is important to note is that the most important item in the organisational setting is a good 
relationship with directors and management which ties into the finding in the satisfaction section of 
the population where they are majority satisfied with peer relations.  A further interesting finding is 
that moving to a new job would be too uncomfortable is a least important item for the population 
which links to the findings above that most of the population are currently not looking for alternative 
employment.  Job security does not feature in the top ten for fixed term employees, which is not 
surprising due to the fact that they are aware their employment is short term (less than five years).   
 
To be satisfied with net salary, increases and a competitive market related salary appear as most 
important in the population, organisations and employment type, while emigration, finding a new job 
and changing field of work appear as the least important for the population, organisations and 
employment type.   
 
4.5  RESEARCH QUESTION FOUR 
RQ4:  What is the relationship between the demographical variables and the factors affecting 
the retention cognitions of the employees? 
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4.5.1  WHAT IS THE IMPACT OF THE DEMOGRAPHIC SUB-GROUPS ON THE RETENTION FACTORS? 
The MANCOVA (Multivariate Analysis of Co-Variance) reflected in table 51 on retention factors shows 
that the impact of permanent and fixed term contract employees and organisation on retention factors 
is statistically significant. 
 
Table 59:  Multivariate Analysis of Co-Variance - Retention Factors 
 Category  F D.F. P 
PermFixed 2.455 7; 255 .019 
Gender 0.884 7; 255 .520 
Race 1.500 7; 255 .167 
Occupational Level 1.478 21; 732.8 .077 
Highest Qualification 0.884 21; 732.8 .612 
Organisation 11.645 7; 255 .000 
Age 1.484 7; 255 .173 
 
4.5.2  WHAT IS THE IMPACT OF EMPLOYMENT TYPE ON RETENTION FACTORS? 
Table 60:  The impact of employment type on retention factors 
 Permanent 
n=197 
Contract 
n=87 
t-test 
Mean SD Mean SD t df p d 
RF1 Organisational Setting 2.98 0.66 3.18 0.62 -2.40 282 .017 0.31 Small 
RF2 Personal Comfort 2.91 0.53 3.12 0.51 -3.07 282 .002 0.39 Small 
RF3 Egocentricity 3.12 0.52 3.28 0.53 -2.46 282 .015 0.32 Small 
RF4 Desire for change 2.29 0.81 2.71 0.76 -4.12 282 <.0005 0.53 Medium 
RF5 Performance related rewards 3.12 0.45 3.40 0.49 -4.62 282 <.0005 0.60 Medium 
RF6 Independence 3.07 0.62 3.28 0.52 -2.76 282 .006 0.36 Small 
RF7 Career development 2.98 0.72 3.19 0.71 -2.27 282 .024 0.29 Small 
 
The table above shows the impact of employment type on RF4 (desire for change) and RF5 
(performance related rewards) are practically significant and therefore requires further exploration.  
The desire for change and performance related rewards are more important for contract employees 
than permanent employees.    
  
4.5.2.1  What is the impact of employment type on the individual items on RF4, desire for change? 
Table 61:  Employment type impact on desire for change 
 Permanent 
n=197 
Contract n=87 t-test 
Mean SD Mean SD t df p Cohen’s d 
23 
The need to change my field 
of work 
2.48 0.98 2.64 0.90 -1.35 282 0.178 N/A 
24 
The  need  to work for a 
different type of company 
2.46 0.91 2.80 0.90 -2.96 281 0.003 0.37 Small  
35 
I intend to emigrate in the 
near future 
1.93 0.98 2.68 1.03 -5.84 282 0.000 0.74 Medium 
RF4 Desire for change 2.29 0.81 2.71 0.76 -4.12 282 <.0005 0.53 Medium 
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From Table 61 it can be seen that contract employees feel a greater need to emigrate (M=2.68, SD 
1.03) than do permanent employees (M=1.93, SD 0.98). This difference is practically significant. 
Contract employees also feel a greater need to expand their experience base but this difference with 
permanent employees is of small practical significance.    
 
4.5.2.2  What is the impact of employment type on the individual items of RF5 performance related 
rewards? 
Table 62:  The impact of employment type impact on performance related rewards 
 Permanent 
n=197 
Contract 
n=87 
t-test 
Mean SD Mean SD t df p Cohen’s 
d 
25 
To have a competitive, 
market-related 
remuneration package 
3.45 0.60 3.67 0.60 -2.807 281 0.005 0.37 
Small  
26 
To be satisfied with my 
net salary  
3.56 0.56 3.71 0.55 -2.090 282 0.037 0.27 
Small  
27 
To be satisfied with the 
salary increases I have 
received 
3.56 0.56 3.64 0.57 -1.101 280 0.270 N/A 
28 
To have a good chance of 
a promotion in the near 
future 
3.10 0.88 3.33 0.86 -2.100 280 0.036 0.264 
Small  
29 
To receive a good job 
offer from another 
organization  
2.83 0.91 3.21 0.79 -3.358 276 0.0008 0.447 
Small  
38 
To have share options in 
the organization 
2.24 0.99 2.84 0.95 -4.750 281 0.0000 0.619 
Medium  
RF5 
Performance related 
rewards 
3.12 0.45 3.40 0.49 -4.62 282 <.0005 0.60 
Medium 
 
From Table 62 it can be seen that contract employees are more concerned than permanent 
employees on all the items in the factor with the exception of “to be satisfied with the salary 
increases”.  However, the only item of practical significance is for the item on share options where 
contract employees (M=2.84, SD 0.95) are much more concerned than permanent employees 
(M=2.24, SD 0.99).  
 
4.5.3 WHAT IS THE IMPACT OF ORGANISATION ON RETENTION FACTORS? 
Table 63:  Organisation impact on retention factors 
 Company 1 
n=133 
Company 2 
n=151 
t-test 
Mean SD Mean SD t df p Cohen’s 
d 
RF1 Organisational Setting 3.20 0.47 2.90 0.75 4.01 282 <.0005 0.48 
Small 
RF2 Personal Comfort 3.16 0.39 2..81 0.59 5.80 282 <.0005 0.69 
Medium 
RF3 Egocentricity 3.26 0.41 3.09 0.61 2.69 282 .008 0.32 
Small 
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RF4 Desire for change 2.73 0.70 2.14 0.81 6.43 282 <.0005 0.76 
Medium 
RF5 Performance related rewards 3.33 0.48 3.10 0.46 4.15 282 <.0005 0.49 
Small 
RF6 Independence 3.28 0.41 3.00 0.70 4.09 282 <.0005 0.49 
Small 
RF7 Career development 3.25 0.52 2.86 0.82 4.73 282 <.0005 0.56 
Medium 
 
Table 63 shows that for personal comfort, desire for change and career development there is a 
practically significant difference between company one and company two.  
 
4.5.3.1  What is the impact of organisation on the individual items of RF2 personal comfort? 
Table 64:  The impact of organisation on the individual items RF2 personal comfort 
 Company 1 
n=133 
Company 2 
n=151 
t-test 
Mean SD Mean SD t df P Cohen’s 
d 
7 
To not feel stressed at 
work 3.40 0.58 2.89 0.97 -5.249 282 .00000 
0.658 
Medium  
8 
To be satisfied with the 
medical aid benefits  3.27 0.70 2.52 0.94 -7.430 273 .00000 
0.915 
Medium  
9 
The distance between 
home and work does not 
affect my quality of life  2.95 0.78 2.45 1.01 -4.526 280 0.0000 
0.559 
Medium 
10 
It would be too 
uncomfortable to move to 
another job 2.60 0.83 2.01 0.90 -5.660 281 0.0000 
0.682 
Medium  
11 
To have a good balance 
between  work and home 
life 3.17 0.60 3.00 1.04 -1.683 281 0.093 N/A 
12 
To have a sense of 
security that my job is not 
threatened 3.22 0.57 3.26 0.85 0.459 280 0.646 N/A 
13 
To have the right tools to 
do my job well (PCs, 
hardware, software 
applications, accessories) 3.25 0.53 3.54 0.62 4.226 279 0.0000 
0.504 
Medium 
14 
To be accepted by the 
organisation for who I am 3.38 0.66 2.97 1.06 -3.856 282 0.0001 
0.477 
Small  
16 
To have my concerns are 
attended to  3.42 0.59 3.04 0.94 -4.038 282 0.0000 
0.497 
Small  
37 
To have well established 
social friendships at work 3.10 0.56 2.69 0.88 -4.623 280 0.0000 
0.569 
Medium  
39 
To be satisfied with the 
amount of overtime 
worked 3.02 0.68 2.56 1.03 -4.390 281 0.0000 
0.538 
Medium  
RF2 Personal comfort 3.16 0.39 2.81 0.59 5.80 282 <.0005 
0.69 
Medium 
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From Table 64 above it can be seen that there are only two items (11, “balance” and 12 “security”) 
where employees from both organisations feel the same. On all other items pertaining to personal 
comfort, company one has practically significantly stronger feelings than company two, There is one 
exception and that is regarding item 13, the right tools, where employees of company two feel that 
this is practically significantly more important than the employees of company one.    
 
4.5.3.2  What is the impact of organisation on the individual items of RF4 desire for change? 
Table 65:  The impact of organisation on the individual items RF4 desire for change 
 Company 1 
n=133 
Company 2 
n=151 
t-test 
Mean SD Mean SD t df p Cohen’s 
d 
23 
The need to change my 
field of work 2.81 0.79 2.28 1.03 -4.860 282 .0000 
0.582 
Medium 
24 
The  need  to work for a 
different type of company 2.79 0.79 2.37 0.98 -3.967 281 .0000 
0.482 
Small  
35 
I intend to emigrate in 
the near future 2.58 0.99 1.79 0.97 -6.801 282 .0000 
0.806 
Medium  
RF4 Desire for change 2.73 0.70 2.14 0.81 6.43 282 <.0005 
0.76 
Medium 
 
From Table 65 it can be seen that the desire for change is more important for employees in company 
one (M=2.73, SD 0.70) than company two (M=2.14, SD 0.81). From the individual items is it clear 
that the need to change the field of work and the possibility of emigration are practically significantly 
more important for employees from company 1 than those of company 2.   
 
4.5.3.3  What is the impact of organisation on the individual items of RF7  
Table 66:  The impact of organisation on the individual items RF7 Career development  
 Company 1 
n=133 
Company 2 
n=151 
t-test 
Mean SD Mean SD t df p Cohen’s 
d 
32 
To have many career 
development 
opportunities in my 
organisation 3.24 0.57 2.85 0.97 -4.09 281 .0000 
0.506 
Medium 
33 
The organisation 
provides training that is 
required to perform my 
job successfully 3.25 0.60 2.97 0.95 -2.95 282 .003 
0.36 
Small  
34 
To be aware of my 
career plan with my 
organisation 3.25 0.62 2.76 0.93 -5.11 280 .0000 
0.63 
Medium  
RF7 Career development  3.25 0.52 2.86 0.82 4.73 282 .0005 
0.56 
Medium 
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From Table 66 it is evident that the employees of company one view career development as more 
important than employees in company two. However, two items are of practical significance, namely 
having opportunities and a clear career path.  
 
4.5.4  WHAT IS THE IMPACT OF ORGANISATION AND EMPLOYMENT TYPE ON RETENTION 
FACTORS? 
The figure below depicts the impact of organisation and employment on RF5 (performance related 
rewards). 
 
 
Figure 3:  The impact of organisation and employment type on performance related rewards 
 
The figure above shows that there are concerns surrounding performance related rewards between 
fixed contract employees and permanent employees and company 1 and company 2.  The difference 
between fixed contract employees in company 1 and permanent employees in company 1 is 
considerable; indicating that fixed term employees in company one are more concerned with 
performance related rewards than permanent employees.   The difference between fixed contract 
employees in company 1 and fixed contract employees in company 2 is considerable indicating that 
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fixed contract employees in company one are more concerned with performance related rewards than 
fixed contract employees in company 2.   
 
The figure below depicts the impact of organisation and employment on RF6 (independence). 
 
Figure 4:  The impact of organisation and employment type on independence 
 
The figure above shows that there are concerns surrounding independence and organisation and 
permanent and fixed term contract employees.  In company 1 both fixed contract and permanent 
employees are both concerned with independence as a retention factor as they are both relatively 
high on the graph.  In company 2, there is a considerable difference between fixed contract and 
permanent employees indicating that fixed contract employees are more concerned with 
independence.  Permanent employees in company 1 are more concerned with independence than 
permanent employees in company 2.     
 
4.5.5  DISCUSSION 
Research question four explores the relationship between the demographic variables and the factors 
affecting the retention cognitions of employees.  This was done by analysing the impact of 
employment type on retention factors where it was found that desire for change and performance 
related rewards are more important for contract employees than permanent employees.  The impact 
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of organisation on retention factors was then explored and found that personal comfort, desire for 
change and career development were more important for company one than company two.  
 
The impact of organisation and employment type on retention factors revealed that performance 
related rewards are more important to fixed term contract employees in company one than in 
company two.  It also reveals that performance related rewards are more important to fixed term 
contract employees in company one than to permanent employees in company two.  The impact of 
organisation and employment on independence shows that independence is more important to 
employees in company one than in company two.  It further revealed that independence is more 
important to permanent employees in company one than permanent employees in company two.   
 
4.6  OPEN ENDED QUESTIONS 
The qualitative section of the questionnaire differed in the fixed term contract questionnaire and the 
permanent employee questionnaire.  The main difference was that the permanent employees were 
asked two additional questions regarding their previous employment, specifically to what their 
previous employer could have done to retain them.  These sections were poorly answered on a whole 
but the few respondents who did reply made valid contributions. 
 
4.6.1  RESULTS FROM THE PERMANENT EMPLOYEE QUESTIONNAIRES 
 
1. If you have been previously employed, why did you leave your previous employer? 
 
Respondents all reported similar trends for leaving previous employment that were the responsibility 
of the employer such as low salary, empty promises from employer, no career plan and poor benefits.  
Resignation reasons outside of the employers control included relocation, retrenchment, mergers, 
decision to have children and be a stay at home mother. 
 
2. If you have been previously employed, what could your previous employer have done to 
retain you? 
 
The options that respondents would have considered to stay included higher salary, improved 
communication, development plan, defined career path, acknowledgement for hard work, improved 
working conditions and environment and flexible working schedule. 
 
3. Name the factors that are most important to you in the workplace:  
 
The factors reported as important included competitive remuneration, trust, work to be valued, 
positive working environment, good working relationships, fair rules for all staff and promotional 
opportunities. 
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4. Additional comments: 
 
Respondents reported the implementation a bonus scheme or increases related to performance to 
motivate staff members more and job sharing to accommodate half day employees. 
 
4.6.2  RESULTS FROM THE FIXED TERM CONTRACT EMPLOYEE QUESTIONNAIRES 
 
1. Name the factors that are most important to you in the workplace:  
 
The main answers to this question covered the same themes throughout.  The respondents are 
interested in enjoying the work done, being challenged on a daily basis, having a good relationship 
with management, competitive pay packages, realistic deadlines, good communication, receiving 
recognition for a job well done and fairness and non-favouritism amongst fellow colleagues. 
 
2. Additional comments: 
 
There were no additional comments documented in the questionnaires.  
 
4.7  CONCLUSION 
This chapter presented the results from the self-administered questionnaires and attempted to answer 
the research questions identified in chapter three through descriptive and inferential statistics.  The 
sample profile was discussed as an entire population and further broken down into a sub group of 
permanent and contract employees.  All changes to the profile for reporting purposes were discussed 
and revealed.  Research questions one and two were then answered in a section through tables 
discussing the following items:  the intention of employees to stay; job mobility; satisfaction levels; 
commitment levels; and ease of finding alternative employment.  For each item, the same format was 
used to explore and discuss.  The first comparison was the entire population broken down into 
frequencies and percentages, this was followed by the item compared by permanent versus contract 
employees, followed by the item being compared by company one versus company 2, followed by a 
comparison of permanent employees in each company, then by a comparison of contract employees 
in each company. 
 
The third research question was answered through a discussion on retention factors.  The Cronbach 
alpha‟s were presented along with the mean and standard deviation for the seven retention factors.  
The retention factors and items for the entire population were then discussed by the mean and 
standard deviation.  Then ten most important and least important factors for the entire population, 
then company one, followed by company two were then displayed 
 
The fourth research question was then discussed as the demographic sub-groups on retention factors.  
This was presented as the MANCOVA and revealed that the relationship between permanent and fixed 
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term contract employees and organisation were significant.  The impact of employment type on all 
retention factors were explored and found that the impact on retention factors four and five were 
practically significant.  These factors were then further explored and discussed.  The impact of 
organisation on retention factors were tabulated and revealed that the impact on retention factors 
two, four and seven were practically significant.  These factors were then further explored and 
discussed.  The impact of organisation and employment on retention factors five and six were then 
graphically depicted.   
 
The difference in the intention to stay was  shown to be statistically significant between permanent 
and contract employees, with contract employees being the most likely to leave within a five year 
period.  This is an accurate reflection in that contract employees will not be with the organization for 
longer than five years due to the nature of their contract and learnership period.  The concern for 
employers is that the majority of permanent employees (64%) intend to stay for less than five years.  
Employers would expect their permanent staff to have a long-term plan with the organization due to 
the permanent nature of their employment.  The high number of permanent employees occasionally 
looking for alternative employment (41%) is a further concern.  However, this ties into the fact that 
majority of employees do not intend staying longer than five years, therefore they are seeking 
alternative employment.   
 
The satisfaction levels reveal that the majority of employees are satisfied with their work, their boss 
and peers.  However, the majority of employees are less satisfied with their pay and promotional 
opportunities. The intended length of service is less than five years and this could be due to the fact 
that the population expressed dissatisfaction with pay and promotional opportunities.  Employees in 
company two have expressed a significantly greater dissatisfaction than those in company one with 
pay and promotional opportunities which indicates that these employees could be more likely to 
seriously consider alternative employment should they receive an offer with more pay and better 
growth prospects within the organization.   
 
Overall satisfaction shows that company one has higher levels of overall satisfaction than company 
two.  Once again, this could be due to company two employees showing higher dissatisfaction with  
pay and promotional opportunities.  Contract employees are overall more satisfied than permanent 
employees.  This result is expected as contract employees realize they are only with the organization 
for a designated period of time.  Furthermore, majority of contract employees are aware that their 
contract is a period of time they are required to complete in order to become fully qualified in their 
respective field (accountancy).  Therefore, they may indicate dissatisfaction with pay and promotional 
opportunities, however they are aware this is not a long term aspect in their careers.   
 
Although company two expresses lower overall satisfaction levels than company one, they are more 
committed to achieving the organizational goals than company one employees.  
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It is not surprising that permanent employees perceive it more difficult to find alternative employment 
than contract employees. The majority of knowledge workers fall into the contract employees group.  
Knowledge workers are aware that their skills are scarce and highly sought after therefore these 
employees do not perceive it to be difficult to find alternative employment.  Furthermore, contract 
employees expect to be fully qualified by the end of their contract and therefore perceive a vast 
amount of employment opportunities to be available by the end of their contract. 
 
The retention factors revealed that the most important item in the organisational setting is a good 
relationship with directors and management which ties into the finding in the satisfaction section of 
the population where they are majority satisfied with peer relations.  The population reported that the 
comfort of moving to a new job as a least important factor which ties into the finding that the majority 
of staff are currently not looking for another job at present.  Job security does not feature in the top 
ten for fixed term employees, which is not surprising due to the fact that they are aware their 
employment is short term (less than five years).   
 
To be satisfied with net salary, increases and a competitive market related salary appears as most 
important in the population, organisations and employment type, while emigration, finding a new job 
and changing field of work appear as the least important for the population, organisations and 
employment type.  The fact that the population expresses dissatisfaction regarding pay ties into the 
retention factors and should be of concern to management.  It is not surprising that finding a new job 
or changing field of work is a least important factor due to the majority of fixed term contract workers 
being knowledge workers who expect to be fully qualified at the end of their contract. 
 
The final section of the chapter discussed the results of the open ended questions, firstly from 
permanent employees‟ followed by the fixed term contract employees‟ responses.  The next chapter 
summarises the discussion of the results, links these results to the findings of other research studies, 
draws conclusions and makes recommendations. 
 
 
 
  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CHAPTER 5 
Conclusions and Recommendations 
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5.1  INTRODUCTION 
The following chapter outlines the conclusions and recommendations derived from this study in relation to 
the aims and objectives of this study.  The recommendations suggest what future studies are needed and 
also what needs to be done in order to increase retention of knowledge workers in the auditing profession. 
 
5.2  CONCLUSIONS 
The following are conclusions derived from the study and are linked to the literature.  It was found that the 
majority of the population was white (58%).  The remainder of the population falls under the definition of 
black in the Employment Equity Act (persons of colour).  This shows that both organisations are making an 
effort to meet the challenges and demands placed on employers by Employment Equity laws and 
affirmative action.  The theory states that not enough black candidates are qualifying from universities in 
South Africa and there is a national drive to address employment equity, which is fuelling the war for talent, 
as mentioned earlier, particularly with people from designated groups (Kotze & Roodt, 2005).  More than 
half of the population (57%) hold a tertiary education which concludes that the majority of the population 
are knowledge workers.  The majority of the employees are “generation X” employees in the ages on 20 – 
39.   
 
An interesting point is that most of the population (72%) have been working for the organisation for less 
than ten years, and 39% of the population intend to leave the organisation within two years.  This raises 
concerns as Munsamy and Bosch Venter (2009) found that organisations need to retain knowledge workers 
for more than two years as it is only after two years that these employees are in a position to add value to 
an organisation by playing to their strengths and being innovative. 
 
However, majority of the population is totally committed to achieving the organisation‟s goals.  This 
therefore confirms that committed employees are not necessarily loyal employees in line with Dockel et al., 
(2006) who stated that today‟s workforce is becoming more educated and less loyal.  Even though majority 
of employees are intending to leave within two years, the majority of the population consider themselves to 
“not be looking” for alternative employment.  This further agrees with the literature that knowledge workers 
consider themselves highly mobile and employable.  These employees develop a portfolio of careers, 
instead of considering long-life employment in the current organisation.  This agrees with Gaylard et al., 
(2005), that employee loyalty has eroded and knowledge workers are now more mobile and look after their 
own career first, before the objectives of the organisation. 
 
The satisfaction levels revealed the population is dissatisfied with their pay and the promotional 
opportunities in their organisation.  This is in line with theory that knowledge workers have increased career 
opportunities and mobility and higher expectations of the organisations for which they work.   This confirms 
the statement from Buitendach and Rothmann (2009, p.2) who believe that employees are satisfied with 
their jobs when they enjoy their work, have a realistic opportunity to advance in the organisation, get along 
with the people they work with, respect their supervisors and believe their pay is fair.  Employee 
dissatisfaction can occur if an employee perceives their efforts are not recognised or that their rewards are 
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not equitable in terms of their performance (Lumley et al., 2011).  This is further supported by the study 
conducted by Sandweiss and Lewin (2000) who found that knowledge workers leave their employers in 
order to find career advancement.  The evidence from the data reveals that employees in company one are 
slightly more satisfied than company two.  However, company two employees are slightly more committed 
to achieving the organisation‟s overall goal than those in company one, even though they express lower 
satisfaction levels.   
 
The total population reveals that they are very committed to achieving the organisation‟s goals.   This is in 
line with the theory in that knowledge workers are committed to achieving goals whilst they are working for 
an organisation.  However it is in contrast with Lumley et al., (2011) who found that knowledge workers 
who are satisfied with pay, promotion, supervision, etc. will feel more obliged to remain with the 
organisation and will be more committed.  The majority population in the treatise consider themselves to be 
very committed to the organisation but are dissatisfied with pay and promotional opportunities. 
 
It is interesting to note that despite overall high levels of satisfaction, the estimated future length of service 
is extremely low.  Employees do not intend to stay long with the organisation (less than two years) but are 
very committed to achieving the organisation‟s goals.  This is in line with the theory, however, the majority 
of the population find that finding another job in the current market will be difficult.  This could be due to 
the economic downturn that has created the mind-set that jobs are few and limited due to many 
organisations struggling financially.  However, in stating the above, the difference between the population 
who find it easy and those who find it difficult is quite an even split.  Therefore it seems correct to assume 
that the majority could be skewed by the poor performing job market.  It is interesting to note that 57% of 
the fixed term contractors (who are majority knowledge workers and have a tertiary degree) perceive that it 
will be easy to find alternative employment.  This is more in line with the theory that knowledge workers 
see themselves as highly marketable and employable.  The knowledge employees gain through higher 
education brings a sense of employee marketability rather than organisational commitment for life.  This 
finding contradicts the theory that states that committed employees are generally retainable and mostly 
satisfied.   
 
Job mobility findings in the research reveals that a large amount of permanent employees are seeking 
alternative work (41%) which should be a concern to employers.   
 
The top ten retention factors tie in with the literature and previous studies in that pay, competitive 
packages, having inputs valued, job security, peer relations, and access to the right tools to do the job 
coming out as the most important to the population with pay being the most important.  This is in line with 
the study conducted by Bowden et al., (2008) who found personal satisfaction, low supervision, challenging 
work and recognition as some of the most important retention factors.  The finding also supports Kinnear 
and Sutherland (2000) and Kgomo and Swarts (2010) who found that independence, financial reward, 
development opportunities and access to leading edge technologies are important retention factors.  The 
fact that the majority of the population are the generation X employees falls in line with the study 
88 
 
 
conducted by Strothmann and Ohler (2010) who state that these employees are technologically savvy and 
efficient, hence the top ten factors of the population revealing that having the right tools to perform the job 
is a necessity.   
 
In company one the item of being proud of the company‟s reputation becomes a top ten important 
retention factor.  This is in line with the study conducted by Sutherland and Jordaan (2004) who found that 
employers need to create compelling employee value propositions that highlight the organisation as an 
attractive place to work in order to attract and retain top talent. 
 
In company two the item of having good relationships with directors or management comes into the top ten 
retention factors.  This is line with the theory of Stander and Rothmann (2009) and Lumley et al., (2011) 
who state that an immediate supervisor‟s behaviour can increase employee satisfaction through showing 
understanding, being friendly, offering praise for good performance, listening to employees‟ opinions and 
showing personal interest in them.  Similarly, co-workers are identified by Lumley et al., (2011) as a factor 
affecting satisfaction.  Having friendly, supportive co-workers leads to increased job satisfaction. 
 
The least important factors for the population are in line with the theory as “the need to change my field of 
work” comes into the bottom ten important retention factors for the population.  This is in line with the fact 
that knowledge workers are employed to fulfil a specific need and are not concerned with being able to find 
another form of employment until it suits them.  Another interesting point is that one of the least important 
factors is the intention to emigrate in the near future.  This is in contrast with Kerr-Philips and Thomas 
(2009) who state that South Africa is currently experiencing a “brain drain” with knowledge workers moving 
to foreign countries resulting in the depletion or loss of intellectual and technical personnel which negatively 
impacts the economic and social growth of the country.  
 
5.3  RECOMMENDATIONS 
The following are some of the recommendations of what can be done to increase retention of knowledge 
workers in the auditing profession and other professions as well as future studies that need to be 
undertaken in relation to this study. 
 
It has become evident that knowledge workers require challenging work and the ability to work 
independently with regular feedback.  Employers need to maximise the time that knowledge workers spend 
in their organisations and need to realise that these employees are likely to change careers.  The study 
conducted by Sutherland and Jordaan (2004, p.62) included 306 knowledge workers across various 
industries and concluded that management need to understand that “high levels of knowledge worker 
mobility are a defining characteristic of the knowledge based economy; the costs associated with this 
mobility and the benefits of reducing labour turnover via employing retention strategies are significant; high 
levels of employee commitment can be achieved but not long term loyalty”.  It was further found in that 
employers need to create compelling employee value propositions that highlight the availability of 
challenging work, career development opportunities, as well as rewards based on individual performance.   
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Therefore employers need to develop ways and means to become an employer of choice.  This is 
particularly important in the Port Elizabeth region with so few graduates coming through the university 
programme that is required to do articles.  A study conducted by McDermott, Mangan, and O‟Conner (2005) 
on graduate recruitment is specifically important for the purpose of this treatise.  It was found that 
graduates require challenging work roles in order to develop organisational commitment.  The authors find 
that elaborate development programmes for graduates with the hope of them making long term 
commitment no longer exists.  Organisations need to ensure return for their investment in graduate 
programmes.  These programmes allow graduates to develop insight and enhance self-confidence and job 
knowledge, however, the programmes tend to place too much of a focus on training activities that develop 
technical competencies and not enough on the organisation‟s strategies, culture and values.  The study 
concluded that most organisations that run a graduate development programme do not focus on the 
graduate‟s expectations, more so on the organisations requirements.  Therefore the authors recommend 
that these programmes should reflect on its purpose and content and graduates should be given clear 
guidelines in relation to the programme. 
 
Organisations should consciously develop a culture of transformation that includes expectations of high 
standards, competitive remuneration packages, leadership development and a culture that embraces 
diversity.   
 
Employers must make an effort to understand the different generations that are currently in the workplace 
as each generation is satisfied differently and motivated differently.  The study conducted by Lord (2006) 
found that younger employees placed more importance on advancement, security and how their supervisor 
relates to them whereas older employees placed more importance on independence.  The final finding was 
the primary reason younger employees stayed at their employer was due to providing basic necessities and 
safety nets, whereas most older employees remain in their jobs because they enjoy their work and take 
pride in what they do.   
 
5.4  FURTHER RESEARCH 
There is a need to conduct focused research on what drives the various aspects of knowledge workers 
performance.  In other words, what are the factors that produce top performing knowledge workers who 
are driven, committed and remain interested in their job.   
 
A further study need is that of the specific reasoning behind knowledge workers‟ decision to seek alternative 
employment.  At what point do they begin the search and what are the deciding factors?  Is there anything 
an employer could do to change this decision making process or to pick up signs of when the thought 
process has begun? 
 
EVP‟s have been touched on in this study, an interesting study could be on the impact that EVP‟s have on 
employee commitment, retention and attraction of new talent.  This is in line with Giuaque et al., (2010, 
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p.192) who state that “The better and wider the reputation of the organisation, the more knowledge 
workers will show organisational commitment”.   
 
A few of the theories mention culture in retention factors.  This could be explored further because culture 
and values of an organisation creates a corporate identity which distinguishes it against other organisations.  
The culture has the potential to enhance performance and individual satisfaction and provides a sense of 
certainty about how problems are to be handled. 
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Appendix 1 
 
 
 
OCTOBER 2011 
 
Confidentiality and Consent form 
 
To whom it may concern, 
 
As part of a research programme into job satisfaction and retention, a study is being conducted 
researching the main causes of job satisfaction and retention. 
 
The research data will be captured and stored with the researcher, Kerry Axon.  If any of this material 
is published as part of research findings, responding organisations and individuals will not be 
identifiable by name or other information unless prior approval has been obtained from the 
organisation or individuals.   
 
Any information obtained about the organisation or any individual may not be discussed outside of the 
research programme. 
 
Yours faithfully, 
 
 
________________ 
KERRY AXON 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Appendix 2 
 
 
 
THE LABOUR RELATIONS AND HUMAN RESOURCES UNIT  
NELSON MANDELA METROPOLITAN UNIVERSITY  
PORT ELIZABETH 6031  
August 2011 
 
EMPLOYEE INTRODUCTION LETTER AND INFORMED CONSENT FORM 
 
As a Masters student in Labour Relations and Human Resources in the Labour Relations and Human 
Resources Unit at the Nelson Mandela Metropolitan University I am required to conduct an independent 
research project.  
 
The research project is an examination of retention factors amongst knowledge workers as well as the 
level of job satisfaction and organisational commitment employees have to the organisation.   
 
You are requested to complete a questionnaire. Please be assured that your responses will be 
ANONYMOUS and treated as CONFIDENTIAL.  The questionnaire does not require you to give your name, 
employment number or any means of identification as to who completed the questionnaire. In addition, 
no one but my supervisor, Jennifer Bowler, and I will be dealing with the individual questionnaires.  
 
Your participation in terms of responding to any or all of the attached questions is VOLUNTARY. However, 
your participation in this study is very important - it is only by hearing from people who are employed by 
the organisation that the organisation can become aware of the retention, satisfaction and commitment 
levels.  
 
The questionnaire should not take you more than 15 minutes to complete. 
 
If you have any questions concerning this research please speak to me, Kerry Axon, or email me on 
kerry.axon@pkf.co.za or telephone (041 398 5600); or you may contact my supervisor, Jennifer Bowler by 
email (Jennifer.Bowler@nmmu.ac.za) or by phone (041 5042362).  
Thank you for your time,  
 
Kerry Axon  
Master's student of Labour Relations and Human Resources  
 
______________________________________________________________________________________ 
 
If you are happy to complete the questionnaire will you please complete the section below and place this 
page in the folder marked consent letter. DO NOT ATTACH THIS PAGE TO THE QUESTIONNAIRE  
I understand the nature of the research study and why it is being done. I voluntarily consent 
to participation in this study.  I have received a signed copy of this letter.  
Employee name: _____________________________ 
Signature: __________________________________ 
Date: _____________________________________                                                                                                                                                                                           
 
 
 
 
 
COPY  
 
 
THE LABOUR RELATIONS AND HUMAN RESOURCES UNIT  
NELSON MANDELA METROPOLITAN UNIVERSITY  
PORT ELIZABETH 6031  
August 2011 
 
EMPLOYEE INTRODUCTION LETTER AND INFORMED CONSENT FORM 
 
As a Masters student in Labour Relations and Human Resources in the Labour Relations and Human 
Resources Unit at the Nelson Mandela Metropolitan University I am required to conduct an independent 
research project.  
 
The research project is an examination of retention factors amongst knowledge workers as well as the 
level of job satisfaction and organisational commitment the employees have to the organisation.   
   
You are requested to complete a questionnaire. Please be assured that your responses will be 
ANONYMOUS and treated as CONFIDENTIAL.  The questionnaire does not require you to give your name, 
employment number or any means of identification as to who completed the questionnaire. In addition, 
no one but my supervisor, Jennifer Bowler, and I will be dealing with the individual questionnaires.  
 
Your participation in terms of responding to any or all of the attached questions is VOLUNTARY. However, 
your participation in this study is very important - it is only by hearing from people who are employed by 
the organisation that the organisation can become aware of the retention, satisfaction and commitment 
levels.  
 
The questionnaire should not take you more than 15 minutes to complete. 
 
If you have any questions concerning this research please speak to me, Kerry Axon, or email me on 
kerry.axon@pkf.co.za or telephone (041 398 5600); or you may contact my supervisor, Jennifer Bowler by 
email (Jennifer.Bowler@nmmu.ac.za) or by phone (041 5042362).  
Thank you for your time,  
 
 
Kerry Axon  
Master's student of Labour Relations and Human Resources  
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Appendix 3 
 
 
 
 
 
 
 
 
 
EMPLOYEE QUESTIONNAIRE 
I would greatly appreciate your assistance in completing the questions below.  Please do not write 
your name on the form.  All questionnaires are anonymous and the information will remain 
confidential.   
 
A:  BIOGRAPHICAL DATA 
 
I would like to ask a few questions about you.  Please circle the answer that applies to you. 
 
Please answer the following questions by circling the number corresponding to the most 
appropriate options. 
Gender 
Male 1 
Female 2 
Racial group 
African  1 
Coloured  2 
Indian  3 
White  4 
Language spoken at home 
Xhosa  1 
English  2 
Afrikaans  3 
Other  4 
Occupational level 
Clerk 1 
Admin 2 
Management 3 
Other  4 
What is your highest qualification? 
Matric 1 
Diploma 2 
B-Tech 3 
Bachelors degree 4 
Honours 5 
M-Tech 6 
Masters 7 
Doctorate 8 
Have you passed the following exams? 
Board 1 1 
Board 2 2 
What is your year of birth?   Years  
What is the name of your organization? (Please write in 
the name)  
 
How long have you worked at this organisation?   Years  
 
 
 
 
 
  
 
 
 
SECTION B: 
1. For how much longer do you envisage working for your current organization? Please circle the number 
that best represents your situation  
Less than 6 
months 
6 months to 1 
year 
1 to 2 years 3 to 5 years More than 5 
years 
Until I retire 
1 2 3 4 5 6 
 
 
2. Which one of the following categories best describes your current situation? Please circle the number 
that best represents your situation  
I am not looking for another job I occasionally look into 
opportunities for changing jobs 
I am continually actively seeking 
another job opportunity 
1 2 3 
 
3. Please complete the table below with regards to your satisfaction levels: 
Satisfied with Very 
dissatisfied 
Somewhat 
dissatisfied 
Neutral Satisfied Very 
satisfied 
Nature of work  1 2 3 4 5 
Boss 1 2 3 4 5 
Peer relations 1 2 3 4 5 
Pay 1 2 3 4 5 
Promotion opportunities 1 2 3 4 5 
Overall satisfaction at work 1 2 3 4 5 
 
4. How committed are you to furthering the goals of your employing organisation? Please circle the 
number that best describes your level of commitment   
Not Committed Slightly Committed Very Committed Totally Committed 
1 2 3 4 
 
5. How easy would it be to find an equivalent or better job in the next 6 months? Please circle the 
number that best describes your opinion  
Extremely difficult Difficult Easy Very Easy 
1 2 3 4 
 
SECTION C: 
For the following statements, please circle the number that best represents how you rate the 
importance of each item with regard to your intention to stay with your current employer. Use the 
rating scale below and please circle only one number for each statement.  
 
1. Unimportant  
2. Of little importance  
3. Important  
4. Very important 
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1 The organisation‟s strategy is clearly defined 1 2 3 4 
2 To feel proud of the reputation of the company 1 2 3 4 
3 To be satisfied with the general culture in the organisation 1 2 3 4 
4 The organisation has a well-designed and implemented 
performance appraisal system 
1 2 3 4 
5 Good  communication  within the organisation 1 2 3 4 
6 A good relationship with the directors and senior management 1 2 3 4 
7 To not feel stressed at work 1 2 3 4 
8 To be satisfied with the medical aid benefits  1 2 3 4 
9 The distance between home and work does not affect my quality 
of life  
1 2 3 4 
10 It would be too uncomfortable to move to another job 1 2 3 4 
11 To have a good balance between  work and home life 1 2 3 4 
12 To have a sense of security that my job is not threatened 1 2 3 4 
13 To have the right tools to do my job well (PCs, hardware, 
software applications, accessories) 
1 2 3 4 
14 To be accepted by the organisation for who I am 1 2 3 4 
15 To have my inputs, opinions and work produced respected    1 2 3 4 
16 To have my concerns are attended to  1 2 3 4 
17 To have sufficient skills and experience for the job at hand 1 2 3 4 
18 To be encouraged to be innovative and creative 1 2 3 4 
19 To feel very committed to the organisation 1 2 3 4 
20 The organisation is well structured internally 1 2 3 4 
21 To be fairly rewarded relative to other employees 1 2 3 4 
22 To have challenging and interesting work 1 2 3 4 
23 The need to change my field of work 1 2 3 4 
24 The  need  to work for a different type of company 1 2 3 4 
25 To have a competitive, market-related remuneration package 1 2 3 4 
26 To be satisfied with my net salary  1 2 3 4 
27 To be satisfied with the salary increases I have received 1 2 3 4 
28 To have a good chance of a promotion in the near future 1 2 3 4 
29 To receive a good job offer from another organization  1 2 3 4 
30 To work in an environment that allows me a high level of 
autonomy and freedom to get the work done 
1 2 3 4 
31 To completely trust my manager 1 2 3 4 
32 To have many career development opportunities in my 
organisation 
1 2 3 4 
33 The organisation provides training that is required to perform 
my job successfully 
1 2 3 4 
34 To be aware of my career plan with my organisation 1 2 3 4 
35 I intend to emigrate in the near future 1 2 3 4 
36 To have an open and honest two-way communication channel 
with my direct manager 
1 2 3 4 
37 To have well established social friendships at work 1 2 3 4 
38 To have share options in the organization 1 2 3 4 
39 To be satisfied with the amount of overtime worked 1 2 3 4 
40 To have a good relationship with my immediate boss 1 2 3 4 
 
 
 
 
SECTION D: 
1.  If you have been previously employed, why did you leave your previous employer? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2. If you have been previously employed, what could your previous employer have done to 
retain you? 
 
 
 
 
 
 
 
 
 
 
 
 
3.  Name the  factors that are most important to you in the workplace 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
4.  Additional Comments 
 
 
 
 
 
 
 
 
 
 
 
 
 
THANK YOU FOR PARTICIPATING IN THIS SURVEY! 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Appendix 4 
 
 
 
FIXED TERM CONTRACT QUESTIONNAIRE 
 
I would greatly appreciate your assistance by completed the below.  Please do not write your name on 
the form.  All questionnaires remain anonymous and the information will remain confidential.   
 
A:  BIOGRAPHICAL DATA 
 
I would like to ask a few questions about you.  Please circle the answer that applies to you. 
 
Please answer the following questions by circling the number corresponding to the most 
appropriate options. 
Gender 
Male 1 
Female 2 
Racial group 
African  1 
Coloured  2 
Indian  3 
White  4 
Language spoken at home 
Xhosa  1 
English  2 
Afrikaans  3 
Other  4 
Occupational level 
Clerk 1 
Admin 2 
Management 3 
Other  4 
What is your highest qualification? 
Matric 1 
Diploma 2 
B-Tech 3 
Bachelors degree 4 
Honours 5 
M-Tech 6 
Masters 7 
Doctorate 8 
What year of your contract are you in? 
1st year 1 
2nd year 2 
3rd year 3 
4th year 4 
5th year 5 
Is this your final year? 
Yes 1 
No 2 
Have you passed the following exams? 
Board 1 1 
Board 2 2 
What is your year of birth?   Years 
What is the name of your organisation? (Please write in the 
name)  
 
 
 
 
  
 
 
 
SECTION B: 
1. For how much longer would you like to work for your current organization? Please circle the 
number that best represents your situation  
Less than 6 
months 
6 months to 
1 year 
1 to 2 years 3 to 5 years More than 5 
years 
Until I retire 
1 2 3 4 5 6 
 
2. Which one of the following categories best describes your current situation? Please circle the 
number that best represents your situation  
I am not looking for another 
job 
I occasionally look into 
opportunities for changing 
jobs 
I am continually actively 
seeking another job 
opportunity 
1 2 3 
 
3. Please complete the table below with regards to your satisfaction levels: 
Satisfied with Very 
dissatisfied 
Somewhat 
dissatisfied 
Neutral Satisfied Very 
satisfied 
Nature of work  1 2 3 4 5 
Boss 1 2 3 4 5 
Peer relations 1 2 3 4 5 
Pay 1 2 3 4 5 
Promotion opportunities 1 2 3 4 5 
Overall satisfaction at work 1 2 3 4 5 
 
4. How committed are you to furthering the goals of your employing organisation? Please circle 
the number that best describes your level of commitment   
Not Committed Slightly Committed Very Committed Totally Committed 
1 2 3 4 
 
5. How easy would it be to find an equivalent or better job by the end of your contract? Please 
circle the number that best describes your opinion  
Extremely difficult Difficult Easy Very Easy 
1 2 3 4 
 
SECTION C: 
For the following statements, please circle the number that best represents how you rate the 
importance of each item with regard to your intention to stay with your current employer. Use the 
rating scale below and please circle only one number for each statement.  
 
1. Unimportant  
2. Of little importance  
3. Important  
4. Very important 
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1 The organisation‟s strategy is clearly defined 1 2 3 4 
2 To feel proud of the reputation of the company 1 2 3 4 
3 To be satisfied with the general culture in the organisation 1 2 3 4 
4 The organisation has a well-designed and implemented 
performance appraisal system 
1 2 3 4 
5 Good  communication  within the organisation 1 2 3 4 
6 A good relationship with the directors and senior management 1 2 3 4 
7 To not feel stressed at work 1 2 3 4 
8 To be satisfied with the medical aid benefits  1 2 3 4 
9 The distance between home and work does not affect my quality 
of life  
1 2 3 4 
10 It would be too uncomfortable to move to another job 1 2 3 4 
11 To have a good balance between  work and home life 1 2 3 4 
12 To have a sense of security that my job is not threatened 1 2 3 4 
13 To have the right tools to do my job well (PCs, hardware, 
software applications, accessories) 
1 2 3 4 
14 To be accepted by the organisation for who I am 1 2 3 4 
15 To have my inputs, opinions and work produced respected    1 2 3 4 
16 To have my concerns are attended to  1 2 3 4 
17 To have sufficient skills and experience for the job at hand 1 2 3 4 
18 To be encouraged to be innovative and creative 1 2 3 4 
19 To feel very committed to the organisation 1 2 3 4 
20 The organisation is well structured internally 1 2 3 4 
21 To be fairly rewarded relative to other employees 1 2 3 4 
22 To have challenging and interesting work 1 2 3 4 
23 The need to change my field of work 1 2 3 4 
24 The  need  to work for a different type of company 1 2 3 4 
25 To have a competitive, market-related remuneration package 1 2 3 4 
26 To be satisfied with my net salary  1 2 3 4 
27 To be satisfied with the salary increases I have received 1 2 3 4 
28 To have a good chance of a promotion in the near future 1 2 3 4 
29 To receive a good job offer from another organization  1 2 3 4 
30 To work in an environment that allows me a high level of 
autonomy and freedom to get the work done 
1 2 3 4 
31 To completely trust my manager 1 2 3 4 
32 To have many career development opportunities in my 
organisation 
1 2 3 4 
33 The organisation provides training that is required to perform 
my job successfully 
1 2 3 4 
34 To be aware of my career plan with my organisation 1 2 3 4 
35 I intend to emigrate in the near future 1 2 3 4 
36 To have an open and honest two-way communication channel 
with my direct manager 
1 2 3 4 
37 To have well established social friendships at work 1 2 3 4 
38 To have share options in the organization 1 2 3 4 
39 To be satisfied with the amount of overtime worked 1 2 3 4 
40 To have a good relationship with my immediate boss 1 2 3 4 
 
 
 
 
SECTION D: 
 
1. Name the  factors that are most important to you in the workplace 
 
 
 
 
 
 
 
 
 
2.  Additional Comments 
 
 
 
 
 
 
 
 
 
THANK YOU FOR PARTICIPATING IN THIS SURVEY! 
 
 
